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[nec thesis eat<empts to explain the organizaticral 
Semgoteert of the junior military officer in the Air Fcerce. 
fhe data set was divided in twe groups: officers with nore 
ean tcur Fut less than or equal to five years of active 
service and officers with more than saven but less than or 
egual to ten years of active duty. The effects of satis- 
facticn with military life on turnover were analyzed using 
Hogear regressicn; Satisfaction with miiitery life was 
initially included ina set of selectad candidat? variables 
which were regressed with intended years of service beycend 
obligation as the dependant variable. Then wa LSer: Menen= 
analysis was undertaken to investigates the influence of 
measures cf Military versus Civilian comparative job satis- 
Pacsichn cn the long-term career decision and the short-tern 
eurnever decision. A final regression mod¢l was tested 
Meena Satisfacticn with military life as the dependent vari- 
poees and the set of variables representing the percefticn of 
eeternative job oppezturitises in the civil 
candidate explanatory variables. Kaowladg-e of 
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mre luence Cita e eayar aievariap) es ene ed in «this 


study will provide manpower plannérs with useful infcraa- 
tion to evaluate the extent to wnicna personnel policies 
nay be successful in managing thé problem of unter 


Grnricer retention. 
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Aw OVERVIEW 


227 01S 


mummever 2n the Ait Force is a critical and s 
Gn Agel 


problen, and especially so sinc®? <+he advent oo 


4 


Weluntesr Force. Now, the Air Force must compete nore 
actively with civilian organizations for manpower resources 
and this cempetition is clearly manifested in the problem of 
Getatnirg officers in general and junior officers in partic- 
Mar. Atzter recruiting and training young people, the Air 
Force must retain these qualified individuals net only 
because cf the increasing costs of recruiting and training 
replacements but alsc because of the loss of readiness and 
effectiveness which paralleis the less of personnel. 

Turnover process in the military is not only an economic 
rroblem; itis a decisive factor in the readiness level of 
Smee Naticn, "During the 1978-1980 period, pilots with six to 
eleven years of experience were leaving the service at rates 
cf up te 80% in some weavoon systems. The cost of these 
losses <~to ‘the Alr Force exceeds $500,000 per pilot in 
ing and the overall impact is a loss of expertise 
pieeiemeneeAL © Force function". [Ref. ft p. 71] 
Between 1970 and 1980 the number of personnel in the 
Onited States Armed Ferces serving on active duty decreased 
meso, but the budget outlays for the military personnel 
Pewenoll increased frem $23 billion to $30 billion pert year. 
This msans an increase of 33%. Additionally the budget 
outlays for the military retirement system increased by 325% 
in the same period of tine. [Ref. 2, pp. 1-12] 

Numerous studies have been undertaken both in the mili- 


tary ard in the civilian environment to determine why their 





members resign and, ccnversely, why they remain. one eS 
Mee rerce standpoint, turnover is important because? of its 
meeec: =riluence on ccsts and efficiency. Costs are patticu- 
Merky large in the case of voilots and it is therefore ver 
important to understand the nature and caus2?s of A 
perscnnel turnover. 

Researchers have identified numerous causal factors and 
Cua: 


intervening variables ass dey Wi ca VO US te] ane US noOVer. 


<< Op. 


Tenure, age, race, pay, family, and paolo @enr Goo 
example,are among the causal factors Pence s 82ed. 

Satisfacticn, expectations, and opportunity, are examoles of 
intervening variables. So0Os tinea y 2S Mimtecp’=tedehore as 
Bem] perception of alternative employmen= outside of the 


Seganazaticn to which the individual belongs". [{Ref. 3] 


Ej BACKGROUND 


To imprcve the quality of survey data and 5 link survey 
data to policy formulation and research aa =e (CL i Ge” 102 
the Becretary of DEESR Gey cont raczed 2h =e Rand 
BerpOra-icn in 1977 tec develop a long-term integrated survey 
research project tc suppecrt policy changes md (psevads 
anformation about the individual preferences, attitudes, and 
Pest behnavicr of military personnel in response to ates 
changes. [Ref. 4] 


mae 1978-1979 DOD Survey fcr Officers and Fnriisted 


Perscnnel scught as cne of its major objectives te provide 
Bercy - sensitive information about military life cycles, 
Mm@Gluding career orientations, responses to policies «hat 


affect military members and their househoids, and decisions 
to leave the military. This study intends ‘*o overview the 
1978-1979 COD survey of officers, focusing on the junior 
meicer ccmmunity of the U.S. Air Force, using the survey 
MmmeessOrnaire Form 3 to study the factors that most influ- 


ence the decision to stay or leave the organization. 





The survey, designed to focus on the military porulation 


Boi; existed in 1978, was administered to personnel in four 


- 


questicnnaire variants, developed in two alternative forms 


* 


dle 


Mon. arqe* Specific military populations. Forms 1 ard 2 were 


5 


administered ¢ anlisted personnel and Forms 3 and 4 were 
administered to officers. The Survey was issu2d worldwide in 
January 1979 to men and women in all four military services 
and data collection was completed in June 1979. The results 
See ohis survey contain information <¢o support research ina 
variety of manpower issues areas such aS retirement, pay, 
MeemOtion, retention and attitudinal factors of militar 

personnel tcward their environment. POSS wie Ch cos ce- 
sponds +o officers and deals with family economic and labor 
force facters, provided comprenhensive information on mili- 
tary family income and how military personnel make decisions 
regarding re-enlistment, separation and retirement. The date 


from this Form will support such analysis as the comparison 


Beeemilitary and civilian incomes for i age and 
education groups, prejected carcer pa rns under different 
retirement cptions, aendmp sod oc. edmereren I1Stmen= “Geer crons 


under various bonus alternatives and retirement options. 
Meittary compensation, military family income, labor force 
participaticn, and the relationship of these variables to 
the re-enlistment deécision were deemed sufficiently imnpor- 
meme tO Warrant completS coverage on one version cf the 
survey. [Ref. 4] 

In «he Air Force, the survey was administered by the 
Consclidated Base Personnel Office (CBPO'S) in coordination 
With the Air Force Military Persennel Center. Administratctrs 
were provided with resters of individuals selected for the 
survey and asked to indicate wether each person eon the list 
received and returned a questionnaire packet. 


This study focuses on Form 3 because this questionnaire 


Q 


provides the necessary information to perferm a svstemati 


10 
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| 
| 


TABLE I 
- Response Summary 


met 
{ 
| 
{ | 
{ | 
Form 3 | 

| | 
| Questlonnait ss Number | 
i Rate | 
| Fielded 3388 | 
| 

| Returned Zio) 100.4% of Required | 
| Required Zo00 73.38% of Fielded | 
{ 

| Source: Descrivtion of officers and enlisted { 
| verscnnel in the U.S. Armed Forces. 
| Zahava D.Doering ,et al, 1982 
| 

| 
ene eo re emcee ence ewe ens eee os a ee eee Se ee eed 
analysis of the turncever process. Table I summarizes the 


responses oktained amcng officers of the Air Force when the 


DOD-~RAND survey was administered. 


eae ERCBLEM STAT IMENT 


e€ the military in general, and the Air Force i 


3 


( 


é ar, has conducted many studies based on surveys 
administered to their officers, few have dealt with the hard 
eemaquarnrctify issues of commitment, career orientation, cohe- 
elon, mses tuctional values, COS ad Coad Tos family 
Semen iccs, civilian ccmparisons and choice constraints. This 
study attempts to determine the Bererenu £aceOLlS) which 
meeect voluntary *«exrminations in the Air Force junior 
mea cer ccmmunity ty analyzing absoluze¢ levels of 
Ppetaction with Military Life in first instance and then 
by analyzing the extent to which junior cfficers are satis- 
fied with military life and working conditions relatives to 


alternatives provided by the civilian labor sector. 


11 





fice meateiy, this work attempts to establish, if it exists, a 
Meee eEre.taa ion between factors affecting long-term en? 
Bgecc- term behavior in the junior officer corps. 

Studies of turnover in the military have tended to fecus 
enly onone class cf factors which influence voluntary 
terminations and to ignore other classes of factors appar- 
ently important to the problem. The DOD-RAND Survey, covers 
many of the dimensicns which are relevant to the turnover 


meet cion. 


2 





A. GENERAL NOTES ON TURNOVER 


Organizetions are ‘the primary factors in our econcnic, 
Policical, religious and, social systen. We earn our live- 
lihood through organizations and in our political system we 
collectively choose cur lsadcers. He wOnn ObGen zations £0F 
almost all cf our activiti2s and thera seems to be an orga- 
nization tailor-made for every purposes. 

Organizations play a major role in modern society. Just 
as we join the organizations that play such major roles in 
our lives for many reasons, we also withdraw from theses 
organizations for diverse and plentiful reasons. 

Generally, the effect of withdrawal from an organization 
(>y means cf absentetism 9r turnover is negative on the 
Seganization, and a very large anount of work has been 
Moiese meenerd GCF Wichdrawal in both sft its forms: 

nde Uenover. The difference between <*hess 

hat absenteeism "may cause a temporary slowdown in 
ls€ smooth running production operation and cause 


Guction and, hence, loss of revenue or increase 


@m 

~ 

ty 

iD 

a 

tn 

iD 

& 

+3 A 


urnover generally requires that replacements be 


recruited, «rained, and given the time ¢ 


O 


tf igh epaolen al (erate ately 
Se che jcb, PliwoOeeWhiaen | Genresen= costs <5 the organiza- 
mean”. fRef. 3 p.26] 


Mie omseudy,0s Cbly veclunteary turnover was considéred, 


tH 
‘J 


this is, the s<udy was concerned with the movement across 
the membership boundary of an organization which is initi- 
azed by the individual. From now on, the word turnover will 


be used as synonymous with voluntary turnover. 


ie 





Voluntary leaving from an organization is almost invazri- 
poeeyeecae =Seune Of a Ccompattcen of alternatives cn the cart 
Se ne andividual, When his or her present work situation 
falls below that comparison level then a guit results. Thus 


merce Cr-t2cal t6 tinderstand how workests 


Q gy 
a 
ct 
ie 
0 
bg 
"c 
iD 
ie | 
Q 
(D 
{-* 
< 
Dm W 


between their present job and other jobs whi 
to be alternatives tec the present one. 

The idea of comparison level for alternatives is well 
established by Thibault and Kelly's model. Recording tc 
+his theoretical rodel, the comparison level 15 a 
" ..-.-Standard by which the person evaluates the rewards and 
costs of a given relationship in terms of what he feels he 
deserves. Rema Onna vs, the OU come Of which fall ebove 


the cemparison level, would be relatively satisfying and 


_ to the member: those entailing outcomes +hat fall 
below the ccmparison level would be relatively unsatisfying 
and unattractive. The location of the comparison level on 


the persen's scale of outcomes will be influenced by ali of 


ere, cucccmes Known tc the member; either by direct experi-~ 


iD 


M 


ence or symbolically. It may be taken to be soma modal o 
average value of all outcemes, each outcome weighted py its 
Pearce, ©f Strength of instigation...". [{Ref. 5] 

The central point about tha comparison level is that it 
determines whether or not werkers are happy with their jobs, 
ut 


Then a comparison level . Gime endeaves Wo ll Gaver to the 


fu 


{*- 


t ees not determine whether or not they leave then. 
worker a2 reference to whet! er not he or sha leaves thea 
Men aAcCCOrGing to this, ee sometimes stay in jobs that 
maey ago not like (léeck of alternatives) or sometimes they 
quit jebs that they like (better alternatives). These ideas 
Wall be useful later in this study when the effect ci total 
job satisfaction on the turnover precess is analyzed. 

Closely related with the Thibault-Kelly model is the 
work of March and Simon whose framework can be stated as 
meLiows: 
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Cipant and 


% g 
maize. won 1nd 


8 
fw 
w 10 
D 
in 
one 
O 
cr © 
KD 


E€ organization 


Medel parc.cCipant Will continues his participation in an 
organization only so long as the inducements ecffered hin 
are aS great or greater (measured in terms of his values 


and in terms of the alternatives open to him) than the 


centributions he is asked to make.". [Ref. 6 p.84] 


Easically what March and Simon suggested is that indi- 
viduel satisfaction is just the balance ameng inducements 


utions, i.¢., if the inducements are greater than 
ibutions the individual's satisfaction will be 
Bositive, if net, the result will be dissatisfaction and the 
consequence will be @ search for altsrnatives able to bring 
them greater satisfaction. Accordingly, low satisfaction is 
treated Ey Simon as a precipitator of search for more satis- 
fying emrplocymant and the search itself as a behavioral link 
between job satisfaction and the dacision to quit. When 
Beerecn 1S unsuccessful, the individual's asvirations are 
adjusted so that the formerly unsatisfying job is defined as 
Beeeestying, or at least acceptable, on «he versonal satis- 
meet 2cn ~ dissatisfaction scale. Then, workers continually 
move toward increased satisfaction, wheather pv quitting jobs 
and taking tet*ter ones, or by redefining their aspirations 
femeenat "bad't jobs become "accepteble." 

A third theoretical perspective which is rtalated to the 
analysis of turnover is the work done by Luce and Raiffa in 


their apvroach to the problem of quitting as a game in 


N 


which the vlayers are employer and employee and the action 
of both participants determine the outcomes (gains or 
lossés) of each. The game could be cooperative or not 


cooperative. In a cccperative game, players are allowed +o 


15 





make preplay arrangements for the purpose of binding agrse- 


~ a 


y 


ments. A zero-sum game is the one in which the gains cf one 
part equal the losses of the other; nonzero-sum games are 
those in which «he total amount of gain and loss is nor 
fixed. [Ref. 7 pp. 88-91] 

In spite of the interesting and original approach o 


imh 


Luce and Riee eta wor 2 ie SUL AOver phenomena, an 


(i) 


Thibault-Kellsy and March-Simon mod2ls are more useful when 
we want to analyze scme of the key questions about guitting 
Meech are very difficult to typify in a symmetric matrix as 
*s done in the game approach. 

The approach to the turnover process in this thesis was 
framed in terms of the cognitive and evaluative process of 
an individual facing a pre-determined unresponsive set of 
alternatives. 


To understand how workers make comparisons between their 


present jot and other jobs which they perceive to be alter- 
matives tc the voresent one, we decided +o differentiate 
petween civilian and military voluntary terminations. 


Bo. TURNCVER IN THE CIVILIAN SECTOR 


hRiy those kev guestions ad: 


ai sed in the literature on 
megan job quits which are relevant 


Hemand USeful fcc CcConpar— 


Vv 
iscn purroses with turnover in the militery are considered 
= 


Those jcb characteristics that were considered crucial 
Mee the worker's consideration to forming the comparison 


Hye! for alternatives, can be summarized as follows: 


fie Working Conditions 
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Intuitively cne could argue that workers pr 


- 


jobs 


with more conveniesncies and better working conditions to 
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otherwise equal jobs with lewer levels of these characteris- 
mcs. Toa Coo iS tO. MUGh Svidexnce on the role of 
mmese WOrk peculiarities in werkers decisions to quit *heir 
feps. These chatacteristics are closely telated te psycho- 
logical rewards and amenities. Thre is a lérge literature 
Smmechne etfects cf these on job satisfaction and its effect 
Sm voluntar withdrawal or turnover. Detailed reviews of 
this psychclogical research are to @ tound in Mobley, 
Gricreth, Hand and Méeglino, Porter and Steers, Senun, 
Forrest, Cummings and Johnsen, and Price. Most of these 
researchers base their findings upon bivariate (zero-order) 
eorrelations andthey tend to show a modest correlation 
between ‘ob satisfaction and turnover. 

This low correlation or "weak" dependence is 2 
factor in develoring this necdel. ie enss ny quits are 
relevant +c satisfaction and satisfaction stronaqly e2nough 
Bemrelated with working conditions to focus our attention on 
these characteristics. Bovcecialiy Leterestiag ere “ths 
empirical results of Freeman who included a single overall 
job satisfaction measure in his logistic models cf quit 
Eeonpability. Heweticgeses =Net whe Vartious osychic rewards, 
conveniencies and working conditions that are the components 
cf jcb satisfaction measures, have important effects on 
guitting behavior. [{Ref. 8 pp. 362-366] 


Given the generally undesirable consequences of job 
toss, workers would seem to have ample reason to prefer a 
Jeb with low loss prebability to an otherwise equivalent job 


meee higher loss prokability. Accordingly, firing or risk of 
MeayO2. WOuld b> a major factor affecting the likelihood of 
Se@ecting, [Ref. 9 pp. 652-670] 

ESOMe tne = f2nancial standpoint, " s has the 


O° S 
incovenience of interrupting the flow of earnings <fron 
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employment and, parallel to this, the expense of search tor 
new jcb. From the psychological standpoint, the co 
quences of layoff aprear to be even more detrimental. For a 
complete review of the effects of job lese on an individu- 
al's psychology see Freenner. [Ref. 10] 

In spite of the fact that job security plays an 
mm@ertant role in kEcth theory and e¢mpiricel res¢éarch on 
voluntary terminations aie Co Vel Lan employment, =hese 
civilian studies are relevant to military personnel at an 
abstract level only, as we will explain later. 


ie 


3. Promotion OpEcrtun 


ict 


tin 





PEOMCtLiOn Opportunitis rea factor which has beer 


ft) 


hypothesized to play an important role in the worker's deci- 
Ewom tC guit or not to quit his present job. This factor was 
Sece ~hough*t to ke related to the siz2 cf the firm. Renee 
Ross, argues that large firms tend to have low turnover 
rates "probably because of abundant opportunities for premo- 
Seen enc transfer" (Ref. 11 p.915]j. HOW=Ve= 5) (na 1968, 
Stoikov and Raimon find negative coefficients for firm size 
in their cross-s¢cticnal analysis of turnover rates Lrased on 
1963 and 1966 industry-level data. However, Burton and 
Paeker fcund that with the addition of industrial character- 
istics to the analysis those negative effects become posi- 
feve ones [Ref. 12 pp.189-216}. nS 2 =e.) 6 ps =1cal 
evidence of the effects of firm size on quit rates is not 


Bemsistent. 


weeeerEonds 





Pay has been considered @s a dominant or even exclu- 
Sive dimension of job quality in the last fiftsen years. Job 
earch mcdels, almost without exception, assume that workers 
move amorg jobs only to maximize their wage rate or expected 


€€Inings. Researchers who have based their theories on this 
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Meer eria are Parsons; Lippman and McCall; Salop; Mortensen 
and Gronau. 

Omeece Orne ee ratd, a siqnifican: fraction cf eepir- 
jeal studies of quits and quit rates suggest that the effect 
cf pay on turnover dees not necessarily dominate the effects 
of other job considerations. Important among these is the 
work of Stoikov and Faimon. In their industry-level enal Ss 
of quit rates they conclude that establishment size and 
unionism become more significant determinarts of quit rates 
when business conditions are good whils the pay-driven, 
econcemic aprroach to leaving s2ems to work best, when busi- 


ness conditions are siow. [Ref. 13 pp. 1283-1298] 


C. TURNOVER IN THE MILITARY 


There are fundamental differences between emplcynent 
Beactices in the military and civilian sectors of the U.S. 
15 


Mapor force. Recognition cf these differences allews us 


) 


Meentity circumstances under which conclusions from civilian 
sectcr studies can, Oe se aintee, b2 applied to military 
settings. 

Or2 of the mest important difference between «he 
Gzvilian and military sectors is that the law grants civil- 


Gems the tight to quit a job at any time for any reason, 


(Qu 


while this decision has special charactsristics in ths Arme 
Forces where the individual usually must remain in the 
Service until completion of his term of commitment. This 
Sae- implies that voluntary terminations from military 
service may b2 especially difficult to analyze, since volun- 
tary turnover may ke made tO appear as involuntary. 
Furthermcre, there is an impertant difference beéetwean the 
procedures used by officers and enlisted to request s¢epara- 
meon from the Armed Forces. The officer must submit a letter 


@emeesignation through the chain of command, stating his or 


Be, 





her treaccns for requesting separation from the service. Th: 
enlisted person must commit a conscious act, the signirg of 


4 
@ 
a 
ck 


anew cont eo Geman an the Service. Thus, by doing 
nothing, the enlisted person allows the enlistment péericd +o 
expire and the enlistee automatically leaves the service. In 
Gencrast, Dye Oana eNO ing the officer automatically 
Pemeanues in the service as an officer. A brief examination 
@eeehe determinants of voluntary terminations from military 
Meeevetce could include ths job quit dst 


below. 


1. Working Conditions end Convenience 


jin 


In the Armed Forces, @s in the civilian sector, the 
employer attempts tc ovorovide conveniences, psychoicgical 
rewards and acceptable working conditions for members of his 


Seganizaticn. Bela UCeNO= mc nIIS, (faceo=s 2n the turnover 


in 


Megeess are very difficult tc evaluate directly. Ir i 
custcmary to use survey questions to neasure the ais aeO. = 
Meeking conditions, psychological rewards and conveniences 
See job satisfaction. In this study the quit phenomena is 
Memieyz2d USing Satisfaction as an absolute valus, first, +t09 
validate findings in the literature and then as a relative 
measure fcr compariscn lavels of alternatives, that is, how 
well respondents are satisfied with their jobs, compared 
with other (civilian) jebs which they believe are available 
to then. 

Considerable effort has been expended by 4 variety 
cf researchers to understand the ways in which voluntary 
Surnover from military service is affected by those factors 
meénticned earlier. The procedure to measure their impact on 
the process of turnover had been the use of survey questions 
which ask respondents *o evaluate them indirectly. The 


Majority of the studies of military turnover fail to measure 
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the effects cf ccmvarison levels for alternatives, i. 


( 
fu 


=f 


ty 


lot of tesearch has breen done concerning the motivations o 
Bpd2yiduals to quit their jobs, Dire Gyowileale Cence=ning 
the actual decision to quit, given a set of alternatives for 
comparisen purposes. The work of Fletcher and Giesler, for 
example, has interesting implications about the impact of 
Bees taction with military life, on the decision cf subse- 
quent re-enlistments past the first, (Ref. 14). However, 
Mars study relating attitude data from the Navy Occupational 
Task Analysis Programs to re-enlistment decisions, does not 
Seeer clear conciusicns; tne effects of age differences 
among personnel and cf civilian - Navy job quality differ- 
ences are not isolated. 

Fuddin, in his study on satisfaction with geographic 
Meecet*cn and its effects on attrition and failuré to 
ee~-enlist, used data from service records of the 1975 cohort 
Seeronprior service accessions to perform multivariate anal- 
Meme Or PpOoSt—training attrition in the Army and Air Force. 
Memecuna that in the Air Force, the eftect of duty location 
Maecraengety than in the Army [Ref. 15]. This service 
Bmeererence is difficult to explain, but erhavs Army 


meee uitsS will more readily accept any job locaticr. 
= 


) 


Another oo actor studied by researchers 1 


the level of pre-service Kpeectations as ah attitudinal 


1 


Siatacseristic that influences the decision to remain in or 
depart from the Armed Forces. Landau and Farkas, collected 
completed questionnaires from 4,911 Navy recruits during the 
fourth day cf training and «hen compared these with service 
records to ascertain which respondents ccmpleted training 
and which dropped out. They found that recruits who 
completed the training period wera those with moze "“real- 
istic" expectations about military life [Ref. 16}. Of 
course the "realistic" image may be more a result of the 
recruiting effort than of personal feelings on the part of 
the recruit. 


Z1 





[tcc Xcla nae tom.) Of the mechanism by which 
meteratic factors ~arfect overall satisfaction, Porter and 
Steers applied the ccncept of met expectations: 

"The concept of met expectations may be viewed as 
the discrepancy between what a person encounters on his job 


B 


in the way cf positive and negative experiences and what he 
expected to encounter". [Ref. 19 p.152] 

Euaeckbustdeand Rard@i2, an <heir study of deterni- 
Mants of turnover and job satisfaction among Air fForce2 
Se@eero: officers, ftfcund that pay does not play “he role 
depicted in their synthesized turnover nodel. (Ret. sie 
Perter and Steers reported a consistently negative relaticn- 
ship kexween the level of fay and opportunity for promotion 
and turnover. They conclude that expectancy thecry may 
explain how these factors affect turnover. [Ref. 19] 

Review of studies involving pay and promctions by 
Mobley and Griffeth, revealed that since 1973, Weon ore 
exception of Price, the findings hav3 shown a lack of rela- 


meomehipc with turnover. 


ho 
® 


ecurity 


Joe security plays an important role in both theo- 
memercal and empirical research on voluntary *urnover from 
Meyv2iian employment: as the probabilit CE woean Gg, sfassed 
Becteases, workers prefer to quit their jobs. However, «his 
factor is less ralevant for military personnel because ths 
gzowing demand of “new hires" in the Armed Forces provides 
claar evidence that gilitary personnel need not worry about 
being declared surplus employees. To some extent security 
may ke viewed as uncertain for officers but not as a threat 
Meme cOuld constitute an attrition problen. ReCondingly, 
Hew security does not seem to be the cause of significant 


e@eunts Of Unwanted attriticn from the U.S. Armed Services. 
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[ir ecdGatecon- «0 bDaSe pay, e=aSOano pein che Anned 
Forces also receive a variety of special and incentive 
payments such as re-enlistment bonuses, proficiency pay, 
allowances, and deferred compensation known as retirement 
pay but commonly paid upon termination from active military 
duty rather than upen actual retirems3nt. iam aaddicson tS 
pay, military personnel receive benefits, such as medical 
care, hcusing and focd, access to buying services designed 
to prcevide them and their dependents with goods and s4rvices 
below normal retail prices. This remuneratory system is 
especially difficult to analyze when we want to consider it 

m ce 


as a <turnever determinaen 


W) 


tn the military because it 
Bomopsexity and multidirectionality make it difficult to 
Froject into the future when individuals attempt to plan 
their careers. For example, the present value of daferred 


compensation is preperly calculated with a formula not 


Meeaeiy understocd ky the general public (Wall Street 
Journal, 1982). Ens, examines the relative impacts of vari- 
ables, re-enlistment bonuses, prof leierey pay and base 
Pay on termination at the end of the first tern of service 
and finds that re-enlistment bonuses have the greatest 
effect when paid in a lump sun. A survey study by the 
Air Force Human Fesources a botactcozy reports ~ hee 
defarred compensaticn (retirement benefits) has little 


influence on career decisions by first term enlistees, but 
becomes a major influence by the saventh year of Soe Gore 
This is a fact that this study confirmed in the analysis 
Beesented in Chapter Iv. temo lay «coune that £¢r junior 
meemrorce Officers in the fourth and fifth year of services, 
retirement benefits are not a strong factor in their organi- 
zational commitment, however, it is an important variable 


m@eme th? junior officer is in his tenth year of service. 
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In summary, Piomseoatteonsha op Of COmpensa tion and 
menetits to voluntary turnover from the military is contro- 
mersial. EvedenComeon er sammesSibasch 2S Mixed, with scm 
studies finding that pay, compensation and benefits h 
importance which varies over the course of the military 
career; cther studies find that pay is a predominant fac 
and still ether studies show pay and benefits to be a sécon- 
dary determinants. It appears that the comvlexity of the 
military compensation system affects the way in which mili- 


tary personnel perceive the value of their remuneration. 


4. Summery 


This brief review of literature on voluntary turn- 
Beyer indicates that studies of quits in the civilian sector 
lead +o conclusions which are for the most part ccnsistent 
Meek those found in military studies of the All-Volunteer 


force. This thesis attempts to build a model 2ble tc iden- 


ty) 


Meee the factors which affect organizational ccmmitment 


using a measure for career orientation, applied to homoge- 


Meena GrOUpS Of junior officers in distinct Lemp ro © 
Bemvelce <Q conirol for the effects of tanure and pertaining 
co specific Gust 2nce categories foe pee 
purposes. i Vadarelcon, +his thesis uses multivariate 
emalysis tc determine which comparative job conditicns 
are most influential in determining Seer shac he Ole te en 


Military life, considered ac an absolute value, and «then, 
compared with a set of alternative provided for the 


eeeye lian sector. 
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Tif. RESEARCH APPSOSCH 


wo )6©ORESEARCH OBJECTIVES 


[eee bight Of the relationships identified in the litera- 
ture among the determinants of turnover, th2 objectives of 
this research are: iasiee, to estimate the relationship 
between the determinants of turnover and an expression for 

x 


crganizational commitment; second, tos 2 the relaticn- 


n 
ships between measures for career orientation and measures 


ati 
Bemalctetnative jcb ccemparisorns; and finally, to examine the 
relaticnship of satisfaction with military life to measures 
of alternative job ccmparisons for j Ofe 

imo. Air Force. 

“ Scme of the major questicns that this thesis intends tc 


miowel are: 


MGW 2S Career orientation aftectsa by the junicr offi- 
wom oman onOaci +e completion Of his time until initial 
obligation ccmpleted ? 


e How do sociocdemcographic and job charactaristics influ- 
ence the junior cfficer's decision +9 stay or leave the 


S-ganization ? 


e Hew does compariscn between the civilian job environment 
+ 


ry system influences career orientation of 
Cc e 


Mow 2S <Otal Satisfaction with military life influenced 


by alternative jcb comparisons ? 


e Wha* alternative job ccmparisons are the most influen- 
teal determinants cf overall satisfaction with military 
life? 


Zz 





e How 


Bigeem@anewea- © WOLKIng Conditions to tha dscisicn +9 


remain in the organization ? 


Pee oe&LECTION OF THE OFFICER SAMPLE 


The 


data se 


re 


considerations taken into acount in selecting the 


t for study can be related as follows: 


Oreaye ain or c#ticses  beionging to the operational 


designator were included in the sample. Officers 
belonging to the medical, leqal and religious 
specialties are usually exposed to educational and 


training experiences outside the military environment 
and they possess recognized professional civilian 


“ 


nse 


Hh) 


skills, or callings, and tend to have a strong ¢ 
Ge 2dentatication with civilian orofessional organi- 
zaticns which provide them with a much different 
frame of reference from which to ¢valuate their mil:- 
tary S2tvation. (Ref. 18} 


Petiateuanad Ctpnie GhECupSs dzEtsrent Erom white ca 


ctr 
O G4 
C) 


Sian were excluded from the study in order 


ta 
tr 0 
© 


iD 


hemogeneity without decreasing the size of th 
8 


>a 

O 

ih mp 
5 

it rd 


Gaven that théeiz numbers are small (only 2. 


respondents were femaie and the 93% of the s 


{uv 
P| 
iD 


ccmmunity was whitS caucassian). 
Officers with less than one yes2ar of active duty were 
net considered because a majority cf the respondents 
Bie enas subset were still in trainin or were rela- 
tively new to their operational billet. Further, the 
lack of military and operational experience on the 
part of these officers, tended to prevent them fron 
being able tc make meaningful comparisons between 
mews Ts detary HObiees= ©Uadt1Oa “and a comparable 


CavVettawe OO Saituaticn. 
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fee by defanition, Bicmiun oO Of LCST S 

ieee tne Ggrad]s Cf Licuzenant (first or second), 
Captain and Major since they tended 
Orientation toward a twenty year career. 
5. After the exclusions above our data represent 87% of 
the total number of operational designator members 
who answered the RAND survey. The final sample 
Geneists of 412 male caucasian Air Forc2 junicr offi- 
cers with more than one and less than eleven years of 
active duty, belonging to the »perational designator 
Sipene U.S. Aart Force. 
6. Officers with more than ten years of service were 


excluded. 
1. Gzouping the Sample 


<- 
a Gm 


mewsannle £or wst@dy consisted of 412 junicr offi- 


cers after the exclusion of missing cases and members of 


those grcups not significants to the analysis of organize- 


meOonal ccommixtmnent. RVemcaSes st neehewadaeca Set wers {hen 


combined into two different basic groups and three di 


£ 
ca*agorizations of these groups as it is shown in Table II. 


GROUP ONE: Junior officers with more than or equal to 
of active duty and less *han ot equal to fiv 

active duty who were within «heir initial cbli- 
rvice. This group was conformed by 105 valid 
T 
GROUP TWO: WUnLOE Ofatcenrs Waeh’ pore than or equal 
en years of active duty and lass than or equal ter 
of service who were serving beyond completicn of 
nitial obligated service. This subset contain 91 
lid cases. See Table II. 
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eC CC CC 
| TABLE II 
| Grouping of the Data Set 
| Greup Group-Charact. Valid Cases Analy.Apprea 
ONE 4&<LCSS<5 n= 105 Regression 
Ic=1 
| TWO V=LOSS 10 n= 91 Regression 
| rO=0 
| ONE: Stayer/ 4<LCSs5 n= 102 Discriminan 
Leaver TO=1 
| CC>1 
mee AC: Stayer/ TSLCSS 10 n= 88 DiSeri nanan 
( Leaver TC=0 
| CO>1 
| ONE: Career/ uY<SLCSss¢5 n= 98 Discriminan 
Nen-Career T¢c=1 
| Q12220 
{ TWO: Career/ 7<LOSS10 n= $4 Diser? minean 
| Neon-Car2er TOQ=0 
Q12220 
| 
| Nete: LOS = Current Length of S¢zrvice te OS Sal 
| NOM hee nena Obisagation  {0, 1) 
( CO = Career Orientation 0<CO<27 
| Q12 = Intended Ysars of Service 4<9Q12<30 
ee 
| Basic Groups Frequencies 
— mt)... l!UmUmUmUC”™C™C™”™~”™~™ 
| | Os = Girre:  Lergth of Ssrvice 
| me CUté—<CSSté‘i tC 
| 5 4 5 6 7 8 5 10 | 
— — eee |. Roe 0c | al pMEMCNEI Se 
| | 37 5) | 49 56 ee 19 28 11 
| | ___-__ re Ma) 0S ee 
| NeBLI , 6 1 5 8 8 { 18 2 24 2 
| Missing cases = 7 
iO MoMeOmmeOrstc=a rs ME nen Instead Obligation 
| NOBLI: Junior Cfficere Without Obligation 
| 
ae oe 
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C. SELECTICN OF FACTORS INFLUENCING ORGANIZATIONAL 


COMRITM ENT 


mena sally, 


Original structure 


Sno getea=a men eaerorsS Which cons*itute 


+h 


of +he RAND-DOD survey were considared. 


These ten general factors appear in Table III. 
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General Factors that Affect Organizational Commitment 


peas yeebackground 


rrent Housing Arrangements 
Military Compensation and Benefits 
Military Retirement Systen 
GiavaiedAe be DOs FOLCS BXper ence 
Family Re¢esources 


CyxUcneanmeuCby Search 


cee Ces Pap es cn GbpvOe=tCers and -En. *st eq 
onnel Ee tne U.S. Armed Forces 
va D. Dosring and William P. HoeZzlce, 1982 
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After acareful inspection of these «en categories, 


meee rt Ve, “Current Housing Arrangements", and Factor VII, 


"Military Retirement System", were alinminated because the 


variakles they contain are reflected in one cr more of 


Benes factors. 
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PeatesnanG Sagan. Getiezel factors may be summarized as 
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Variables whi te characteristics such as years 


a] 


c a 
of Service, pay grade ,assignment location , scurce 
nd 


of commission, a other work related chazracteris- 


m2 CS. 
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Variables which relate expected years of service, 
TioaticeelOnewoen Ma litary lifs,and potential reasons 


fer leaving the service. 


2s used +o measure work-load and working 


g personal traits, such @s race, 
tus and spouse's education if 
stitute the demographic variables. 
ons 


and Benefits: 


Variables relating basic compensation allowances, and 
extra payment 


le S 
Gavilzan labor Force Experience: 


Variables which relate spouse gross earnings. 


Variables used to measure the financial situaticn of 
fPoemeamily and tO Compare it with civilian job situz- 
aeons. 

Civilian Job Search: 


Variables which ccmpare perceived military and 


Giveiatee work COndLt Lone. 
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D. SET OF CANDIDATE EXPLANATORY VARIABLES 


The selected ¢ight general factors include 159 vari- 
ables (each one corresponding to one of the questions of the 
survey, excluding the two factors not considered in this 


analysis).» Some obvious dependencies existed among scme of 


these variables. They were reduced to a set of fifty three 
Memtablos, stiil avery large set of predictcrs. aac 
mesult is shown in Table IV. 


Frequency analysis, ccerrelation analysis, crosstabula- 
meon,trial and error and inally regression were used to 
explore how the 159 variables intéract and kow in scme 
instances they could be combined to obtain satisfactory 
predictors. Appendix A shows the questionnaire items corre- 
sponding to Form 3 of the DOD-RAND survey which wers 
selected as the grcup of ‘twenty five variaples finally 
selected as the cancidats variables. These are listed in 
Table V. 

iors t2nal Set of variables cen be described according 


to the category in which they belong as follows: 


Academy as Source Cf Commission (ACAD) 
Officers Traig. School procurement source (OTS) 
ROTC-Regularc procurement progran (ROTREG) 
MemkKing out of specialty (OUTDESIG) 


Pose ve ccmrrcis and Tadzvidual Chazecte=isrics 


Family Separation (022F) 
Reasonable Personnel Policies (Q228) 
merer Of Civilian Jcb During Last Year (Q22M) 
Unreascnable Weekly Work Schedule (0225) 
Bge a= Service Entry (Q32) 
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Family separat.reason to leave 
Persornel policies. 
Preme*tion opportunities 

Better civ.job cppertun.. 
Reduction military benefits 
Work schedule 
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Military Compensations and Benefit 
Monthiy Basic Faymen (Gross 

Month. Basic Tee ar eat, 
Momen. Basie Allow,Subsi. (BAS 

Not eee ven special allowance 
Total Gross Amount Received 
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(Oe e) 
(Q 938) 
(Q93C) 
(Q93E) 
(Q93F) 
(Q93H) 
Mee} IE) 
(Q93d) 


(A93L) 


(O24) 


Cosparison cf Civilian and Silitary Job Conditions 


(Q94) 

(Q95A) 
(Q95°) 
(Q95D) 
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TABLE V 
Selected Predictors 
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E. MEASORES OF ORGANIZATIONAL COMMITMENT 


~~ 


1. Satisfaction With Military Liz: 


4 
eRe — 


Iw 


Many studies cf the turnover process in the military 
Serclude that “total job satisfaction" occupies the central 
role inthe decision tc withdraw from the organization. 
Porter and Steers ({ Ref. 19], cited fourteen studies that 


tisfaction is inversely related 


§2 


@emeirtm that overall job s 
mom turNcvert,1.Se, when Satisfaction increases turnover 
decreases. 

The DOD-RANCT survey contains a specific guestion 
about absolute levels cf overall satisfaction with military 
life with responses ranging from 1 (vary dissatisfied) to7 
(very satisfied). While this measure of the absolute level 
Meee tistaction is ilmpertant in its own righ*, this thesis 
attempts to obtein additional imformation about satisfaction 
with military service as compared with satisfaction that is 
perceived tc b? available from alternatives in the civilian 
sector. This variable is considered as both an explanatcry 
Variable and as a dependent variable in different aspects of 


the analvsis. 


2. intended Yea 


Beyond Cbligatory Service 


— 
me = SE ee ee 


hn 


The second option in considering a measure for orga- 
nizaticnal commitment is a variable constructed from three 
Survey auestions. Mies ST CcOomosnact On wot variables or 
Construct will be referred to as "Career Orientation" (CO); 

moe—= O12- TLOS , 


where: 


Q12 =Intended Total Years Of Sevice Before Leaving 

mees = Current Lenath Of Service + Remaining Initial 
@triagation 

meee, TLCS = LOS + IC. 
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fi weia@ toc buc- siwes Sel=ccred as the dependent vari- 
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able for a preliminery regressicn analysis on the =C 


independent variables because it's use will enable con 


a. rte) 
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th 


sons with earlier studies. Ac croorientation val ° 
zero means that the junior cfficer intended +o serve only 
mee cemaining cbligation. A career orientation value 
greater than zero gives an indication of the expected carser 


Meation of the junicr officer. 


Bee chort=-Term Behavior 


The same measure for Career Orientation, (CO), was 
used to construct a dummy! criterion variable that could bea 
used for classification purposes. If the measure of Career 
Orientation is greater than or equal to one, the officer is 
classified as af SEY ER. If the mnsasure of Career 
Orientation is equal to zero, the respondent is a LEAVER. 
Mne use cf this type of discreticnal variable allews us to 


D 


Statistically distinguish between two or more groups of 
cases Ey using, for example, discriminant analysis where she 
Meectafinant weights are proportional to the weights fora 
multiple regression equation of a dichotomous group membeér- 
Peep Vetiable on ths predictors. It is our intention to use 
this measure for organizational commitment in future énal- 


ysis cf the data group. [Ref. 20} 


ae ee 


iD 


Em Behavio 


"4 


fona=i 


im a sSaimiilar fashion a "dummy" or "categorical" 
variable was constructed to measure the long-term behavior 
of the members of the data group. Q12, Years of Services 


Intended was used to COM Sreuecteenh. Ss) »Indica{or.< Tf. sehe 


ifummy or _categcrical variables in regression analysis 
models are used when the effects of important "independent 
variakles", Sanmowmecegucnht@2 ©.2c Of,1f they can be gquanti- 
fied, cannot be measured for various reasons. The values of 
Ee ummy variable indicate varying conditions or states of 
nature. 


36 





Sndividual intended to stay more than or equal to twent: 
years in the service we labeled him as a CAREERIST; é 
NON-CAREFRIST intended to stay less than twenty years. ieee 
macenticn to stay more than or equal to twenty years in ths 
Service reflects a leng-term behavior on the part of the 


respendent. 


F. FUONCIIONAL RELATICNSHIP 


In previous sections the independent variables and measures 
for Orgenizational Commitment were defined. The anlytical 
techniques assume a linear relationship between measures of 
Organizational Commitment and these explanatory variables. 
The assumption cf linearity in the model, orfers the 
follcwing advantages: 
1. The models are mathematically and statistically trac- 
table. 
2. Weights can be used to censtruct a relationship and 
make further analysis 
ee the model has precedent and aterence can be mad¢ te 
past studies and parameters sao shed =Or Tfucure 


analysis. 


The techniques for analysis of turnover may be summa- 


tized as follows: 


1. Regression analysis using a stepwise technique was 
used for selecting the variables frem the candidates 
variables which most influence the measure for Career 
Otlentation (CO). This analysis constituted a 
preliminary step for ccmparison with previous studies 
and a first overview of long-term and short-tern 
behavior. 

2. Discriminant analysis was used to study separate sets 


of explanatory variables able to explain lona-tern 


Ba 





Someones ten tT turnover decisions. Onend sees ne nan 
function was GersSsteveroa f£Or @ech cace and a 
percentage of total classificatory power was estab- 


lished in each case. The set of variables, Civilian / 
Military Job comparisons (Q93A to Q93M), and 
Satisfaction with Military Life (996), were analyzed 
separately. A new linear relationship between +hese 
variables was established and analyzed. 
3. Stepwise regression was performed to determine, iden- 
Miaweatd ovaliliajec sectors in the group of variables 
Colon Ginter oQuC2villutan / Military J6b comparisons 
which better eéexnlain the level of Satisfaction With 
Mei acar y Life AS an alternate measure fen 


Organizational Commitment. 


In summary, the analysis and results that will be 
meeeented in Chapters IV, ¥V, and VI, are intended to estab- 
Jish how decisions to ‘tarminate service are r¢lated te 


comparisons betwen setisfaction obtained 


if 
and perception of alternatives in the civili 
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A stepwise? regression analysis of the selectad 
five variables shown in Table V with CO (intended years 
Beyond obligatory service) was conducted. The results yield 


ct 


a preliminary analysis of the determinants of career 
Suet on fcr the groups. This analysis, using intended yzars 
beyond cbhligetory service (CO), aS a méasure of o 

moral commitment, offered similar results +o those 
Peesented by W.H. Schmid* in his study on career orientation 


Seequnior officers in the U.S. Navy. [Ref. 2] 


Aj. GRCUF ONE RESULTS 


mies Grcup Of junior officers, With mor2 than or equal 
four years of active duty and less than or equal five years 
mamect. ve duty, whc were within their period of initial 
Semegad-icn, had a meen careér orientation value, CO, of 7.4 
years. The mean r2sponse valu2s for sach explanatory vari- 
Meee are provided in Appendix B. 

The averege age at entry was 21.9 years and the mean for 
feeewetection with military lifes was 3.53 (on a scale of 1 
for “very Gausedtuetzod' to 7 for MVve=ay. Satis f§2ca se, 
Commissioning source was relatively evenly divided between 
graduates of Aizr Force Acadamy (15.4%), OGeicers Tratnane 
(18. 3%) and the Réserve Officer Regular Training Corps 
eh) « 


Variabl2 selection procedure 
On coefficient as a4 measure 
Seco seatet the  e¢€qletion. 


(D 





is shown in Table VI, the stepwise regressicn of 


A < 
the selected variables with Career Orientation, produced an 
=. C 


Meee cs’ With just che sxplanato=y7" variebls, Satisfaction 
Meena falitary Lite, which was able to explain 34.5 percent 
Mame he Variation in Career Orientation (an R2 of .345). 


TABLE VI 
Stepwise Regression Results Group-One 


Variakles In B (Ccefficient) R@ R2-change Sidq.cfB 
The Equation 
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G2 i601 Wit h 
ife (996) Bence O38 45 oes 05 O.0:050 
neerstant) -4.140 Om 017 
n=105 
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The correlations tetween the variables in the model for 
this group are reported in Appendix B, Showing a correla- 
tion value of 0.587 kEetween the only variable in the equa- 
tion and CO, Career Crientation. The regression coefficient 
Memepod-istaccion With Military Lifé is siqnificant a* the 
0.001 lsvel. 
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Is interesting tc note that there exist positive and 
comparatively neeg a correlations between 096, force) 
Perea sfaction with Military ee, and thos2 varie2b 
Meeeaining =O Comparativs job conditions, listed in Tablis 


IV, labeied as QO93A to QO93M. 


Be. GRCUP THO RESULTS 


Group Two consisted of officers with greater than or 
equal to seven years of active duty but less “than or equal 
to +en years of active duty. Appendix B shows the mean 
respense values for each explanatory variable in the group. 


This grcup had a mean career orientation of 8.03 years and a 


mean age at service entry of 21.9 years. Source of commis- 
Sion shows important differences in *his group: 46.2% of 
mae junior Gitescets are Gonlmissioned EpLougda | O=ilcer 


meaning School (OTS); 29.7% ‘from ROTC-Regular ccmmnis- 
sicning, and only 6.6% from the Air Force Acadeny. Mean 
Setistaction With Military Life was 3.8 (on a scale of 1 for 
Buery di:csati:sfied" to 7 for “very satified") The means for 
she subset of variables comparing working conditions (Q93A 
to Q93M), measured cn a scale of 1 (civilian job would bea 
lot better) to 5 (civilian job would be a lot worse), were 
ey less <+han 2.5, with the exception of 0O93C (Civilian 
versus Military Retirement Benefits) Wii 22 5965 Q93H8 
fervyilian versus Military Job Training Opportunities) with 
meegoo and QO93I (Civilian versus Military Job People to Werk 
eee) 2.659. 

The correlation matrix for the variables in the model 
for this group ils shewn in Appendix B. The variables having 
the highest correlaticns with measure of Career Orientation 
Gaemoa-2Sfeétion With HWilitary Life (R = 0.383); Air Force 
Academv as source of commission (R = 0.251); Civilian versus 

( 


Military Werk Schedule Ree Owe 2) Civilian versus 
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lee Ne @o. Votan yersus 


ement RBenefits(R = 9.229 
O R = 0.203). ULPUCers 


Sof Interesting W 
ies SCurce yor OCnm i. 
ceelonms ewe neCadteer wOoriejyta=i10n ({R = -0.%25). 

e regression of the selected variables with 
CO, Career Orientaticn, produced 4 sat of variables abla to 
explain 28.1 percent of the variation in Career Orientation 
femeen= Of 0.280). AS shown in Table VII, most of this varia- 
tion (14.7%) is explained by the first variable entering the 
Seat t0On, Satisfacticn With Military Life (096), while the 
next variaktles entering the equation, Air Force Academy as 
Boemcce cf Commissiconin CAGAD), Training Opportunities 
(OQ93H) and Retirement Benefits (093C) have more limited 
effects on R2 (4.9%, 3.9% and 4.4% respectively). 

Smiy th= variable Training Opportunities (Q93H) has 4 
regression coefficient with negative sign (B = -1.76). The 
Jack ef training oportunities 1s associated with fewer years 
Sieentended service teyond the end of initial obligation. 

a Bosc), Ao erOrce 


d 
( 
B= 5.51) and Retirement 
V 
= 


Bees taction With Military iis 
Academy Source of Commissioning ( 
Penefits (2 = 1.17) all have positive regression coefficient 
values, hence the more a junior ELCS=” iS Satistied with 
military life, the more he perceives job retirement benefits 
to be werse in his rverceived civilian alternative and the 
more likely the Air Force Academy is to be his source of 
commissicn, and the longer he intends to stay in the mili- 
eemy cCeyond completition of initial obligation. 

mae regression coefficients for all the variables 


entered in the egquaticn are significant at the 0.05 level. 
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TABLE VII 
Stepwise Regression Results Group Two 


Variables in 


| 
| 
| 
{ 
| 
the Equation PC oe tic.) Ree Re-Chang]e Sig.of 8 | 
| 
| 
Satisfaction with | 
fa. Lite (Q96) Ze Deo 0.147 0.147 0.000 | 
Air Ferce Academy | 
Sout .Ci Com. {Ac Be sean OC 0.196 0. 049 G0 25 | 
i 
mealn.Oppor.Q93H) -1./760 0256 OST Ske, Cae 10 | 
Retir.Benef.Q93C) VAs 1 05-260 0.044 ies = | 
| 
(Ccorstan*) Cxo7 5 027 60 
n =91 


ee eee 2 oo, eee a, a Le, ee oo 


SOckebeenONs OF VARTABLES IN THE SQUATION 


O96 ACAD O32 hao ss C cS 


096 -- | 
ACAD - OF = | 
O93H ~42 mee == — | 
Ose 04 224 cD == 
CO sco ~20 02 SY sa | 

| 


| 
| 
ui 


_i ae i a See ee ee. + ce ee, 
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C. SUMMARY OF PRELIMINARY REGRESSION ANALYSIS 


With the exception of O96, Saeoreec.2cny Wah 
Military Life, none of the 24 remaining variables initially 
considered entered tke stepwise regression. Sales Gv O96 
was the cnly variable significant at the 0.001 level. 

In spite of the fact that the set of candidéte vari- 
ables, with the exception of 096, were not useful in 
explaining Career Orientation, it is worthy of note that 
+here was a high positive correlation among the variebles 
belonging to the Ciyodaan Job Search category, and 
Meeeretaccion With Military Life. Mais COhtarmed results in 
the literatur2 about the preponderance of satisfaction asa 
Egeod" predictor for organizational commitment, as it was 
noted by Perter and Steers. [{Bef. 19] 


pee GROUP TNC 


For this group, the results of stepwise regression 
were similar to those obtained for Group One in the sense 
miac again, Total Satisfaction With Military Life, 996, was 
re best DEecLet Cr af Career Oztsrta22on, GO; 
Nevertheless, individual correlation analysis of the 


predictors with CO reveal significant Pearson R values and 


in 


ignificant regressicn coefficients when regresion analysis 


x 


mempertormed. Training Opportunities, Q93H, is inversely 
Beweted to CO while Air Force Academy as Source of 
Commissioning and Retirement Benefits, Q93C, show a positive 
Memeattonship. Satisfaction With Military Life axplains 14.7% 
Meme tchne Variation in Career OCrientaticn (CO) and has a 
Beg=essicn coefficient of 5.51 which is highly significent, 
while the remaining varia Ss entering the equation hav¢ 
very limited effects,i.e., the three remaining variables 
entering the equaticn were able +o explain 13.2% of the 
VaTlability in intended years beyond obligated service (C0). 
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ioe nth COETrelacions between Satistacticn 
n 


Meee Military Life and those vartables in the Civilian Job 
Search category Or alternative job Opportunities was 
evident, suggesting further analysis of this phenomena. 


Bomplets matrix of correlations is shown in Appendix B. 


}- 
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Y¥. ALTERSATIVE JOB 


wee EP a 2 Se _ 


IN 


QHPARISONS AND THRNOTER 

As it was mentioned earlier in Chapter II, opportunity, 
interpreted as the perception cf a native job ourside the 
Peet FOrce, is an identified intervening variable in the 
turnover process. [{ Ref. 3] 

The analysis of the selected candidate variables with 
fntended vears beyond completition of initial obligation 
(CO), done in Chapter IV may be seen as an attempt to inter- 
prolate between factors affecting short-term and long-term 
behavior. Short-term behavior reflects the decision *o stay 
Meee leave at «the end of current obligaticn. Long-term 
behavior reflects the decision *o become a careerist (intend 
eeeee ai of 20 or more years of servics). 

Discriminant analysis was undertaken to identify sepa- 
rete sets of explanatory variables appropriate for the 
Meee -term cecision to stay in the military and «he long- 
menrm decisicn to stay in the organization. Officers serving 
een Eethneir period of inztial obligation with four or five 

ve duty (GROUP ONE, n=105) and the officers 


mmvrng Past their period of initial obligation with nore 


Wears of acti 


a 
than or equal to seven years of active duty and less than or 
Sgual to ten years of active duty (GROUP TWO, n=91), were 
subdivided in two ways: (1) Stayers and Leavers and (2) 
Careerists and Non-careerists. 

Mee a result of the high correlation between Q96, 
Satisfaction With Military Life and those variables related 
with Civilian Job Search category, the candidate variables 
chosen tc perform discriminant analysis were precisely the 
Subset of variables whose context is related with Civilian 
MeGgouUus Wiiitary Job conditions i.6., variables Q93A to Q93% 
maole V, Chapter IIT). 





Aw. GRCUP ONE - STAYERS VERSUS LEAVERS 


The junior officers who intended to leave the Aiz Fotce 
a= the conclusion of their initial obligation (n1 = 54} wears 
distinguished from these who intended further service {n2 = 
48). A stepwise methcd was used to select a set cf discrin- 
inanting variables and to construct a discriminant function 
which maximizes the separation of the two groups (Ref. 21}. 
mremcritericn controlling the stepwiss process in this anal- 
ysis was largest increas? in the generalized distance as 
measured by Rao'ts V. (Ref. 23 pp.434 - 467] 

The summary in Table VIII indicates that 14.5% of th 
by 


dq 
membership in the Stayers/Leavers groups (1.°., the cancn- 
at 26 


iD 


Seeeetion in *the discriminant function is explaine 


Mea correlation squared is 0.145; the canonical correlatior 
corresponds to eta in one-way analysis of variances). 

The 0.8547 final value of Wilkts lambda associated with 
the discrimianant function corresponds to a Chi-square valus 
Melo. 3? With 4& degrees of freedom which is significant at 
the 0.004 level. 

An @Xamination cf the standardized canonical discrin:i- 
nant functicn ccefficients reveals the relative impertance 
of the discriminanting variables. Ignoring sign, each coef- 


ficient represents the relative contribution of a variable 


mee the discriminant functicn (these correspond to bsésta 
weights in multiple regression analysis). Thus, 093B, 
Civilian versus Military Having-Say, and .o093T , Cy alan 


versus Military Peceple to Work With, are the most important 
mm@eng the discriminanting variables (R = 0.85 and R = 0.75, 
respectively). Job lecaticn, Q93M (R =0.44 and T 


4 


aining 
Opportunities, Q93H (R = 0.38), are the next two most influ- 
ential variables. 

Mees ags’Sctiminant Euncticn constructed in this analysis 
meeepectly classifies 66.7% of the total 102 valid cases in 


me Study. 
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Group 


eelcagrcup 1 : 


SEarg=Oup 2 °: 


Wate ’s Discriminant 
Variakles Entered Lambda Function 
Q93B- Having-say. 0.926 Onc S 
QO93I- Pecple to work with. 0.890 0.758 
OoahM— Jcb location. 0.868 -O0.4u45 
Sosh—- Training oprortunities. G2.354 -0.388 
mee nical cotrelation = 0.381 
Ber wilik*'s lembda cf G2 Cate Gh=-sqtiare—(5.3737dt=4 
Significance =0.004 
Classification 
Actual Predicted 
Saver Leaver 
Stayer 48 29 (00.4%) 19 (39.6%) 
Leaver 54 te (27 264) Bae) 22/2 4) 
Percent of grouped cases correctly classified = 66.67% 


TABLE VWIIT 


One Discriminant Analysis Resuits 


( Stayer / Leaver ) 


intend stay beyond obligated service (48) 


intend leave after obligated service (54) 


o 


See Meas Zod 
Canen-caw 
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Ped ocean etnceton Constructed with only two of the 


Maraables, C938 and @93I, weuld successfully classify 67.65% 


oO 


Seethe cases. The addition of “wo other variables (Q93M and 
Q93H) +0 the functicn decreases the classificatory power by 
0.98%. 


Be GROUF CNE : CAREERIST VERSOS NON-CAREERISTS 


An alternative grouping of jinn emeeleets Wwe ha 
firtial Coda nen. 2h. Careerists (n1 = LES and 


Non-Careerists (n2 =54) was considered in order to analyze 
mme fectors affecting Long-Tern behavior. Those who 
intended 20 years or more of service were classified as 
Careerist and these intending less than 20 ysars of service 
as Nen-Careerists. 

The same stepwise procedure with largest increase in 
Rao's V as <he criterion for entering and removing variebles 
mmemused tc construct a discriminant function. The summary 
Mmeracle IX desctibes «his function. A canonical correlat 
mameoe.477 indicates that 22.7% of the variation in this 
discriminent functicn was explained by the Caree 
Mem-Carcerist grouping (1.¢., the canonical correl 
squared was 0.227). 

The 0.771 final value cf Wilk's lambda associated with 
Moe Gisctiminant function corresponds to a Chi-square of 
Peey? With 5 degrees of freedom which is significant at 
PeuCcO3 level. 

fe reletive importance of the five variables included 
in the discriminant function was indicated by the standar- 
med Ccancnical discriminant function coefficierts. O931, 
Civilian versus Military People to Work With, emerges as the 
most influential variable (R = 0.74), while Having-Say (R = 
0.66) was th2 second most influential. The remaining vari- 


ables included in the discriminant function were relatively 
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Group 


Subgroup 1: intend 


emicaoccup 2 : 


Variakles Entered 


m2 31 
938 
Q9 3L 
33h 
Q9 3d 


Peopl? work with 
Having a say 
Equipment 

Mecat: on 


Work schedule 


Nee Wal 


Career Ly 4 


Nen-career 54 
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One : Dis 


Canonical correlation 
merea Wi'tk*s lambda of 0.771, 


TABLE IX 


criginant Analysis Results 


+o serve 290 or more years 


Meee cOmseare less 


than 20 years 


Career / Non-Careser 


(4 1) 


(54) 


Stendarized 
Canonical 


wal US DiSGS 2 MlRan- 
Lambda FUNneCETLON 
0.864 Oa744 
02612 0.667 
0.796 -0.341 
0.786 “9.319 
arr 0.310 
0. i ae 
Chirsqu ape v{act) =23.47 
(Saqgnem=scasce 0.40003) 
mia tO nT 


Predicted 


Career Non-career 
24 (58.5%) 17. (41.5%) 
ines u2 (77.8%) 


Percent cf grouped cases correctly classified = 


Co. 4777 


| 


oa 
© 
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emer iueonwe ol, 2,6., O898S3 (R =0.31), O93L (R = 0.24) and 


Mreesdtscrom@-2nan: Einccsaen ClasSsitied correctly 63.5% of 
mee total 9 


of 
5 cases. Cne variable alone, 0931, could be used 
mom cCOTrectly Or 


Cc 
Classi iy C4ewcirwot wall cases. The addition 
mummrecther variables to the function inctsased the classifi- 


catory power by only 5.26 percent. 


C. GROUP TWO - STAYER VERSUS LEAVER 


Similar discriminant analysis was performed on Group 
[O, i1.@., junior officers who were past their period of 
initial okligation and had more than or equal to seven years 
and less than or equal to ten years of active duty in order 
mervanal:ze the factors affecting short term behavior. 

Senn Gert cers 27 £hisS group who intended to leave the 


memevtce qe the cenclusion of their current obligation (r1= 


25) were distinguished from *hose who intended further 
service (n2= 63). These 88 total cases had 7 missing 
values. 


A stepwise method was used to select a set of discrini-~ 
nanting variables which maximized the separation of the two 
groups. MieGcschheere ech cOhtrolling thea scepwise process in 
this analysis was largest increas? in the generalized 
distance as measured by Rao's V. 


The summary of tke stepwise discriminant analysis shew 


rs 


in Table X indicates that 17 percent of the variation in the 
Giscriminant functicn is explained by membership in the 
Stayers / Leavers subgroups (1¢., thé canonical correlation 
Squared is 0.170). 

Mhe 0.83 final value of Wilk's lambda associated with 
the discriminant function corresponds to a Chi-square values 
Of 15.44 with 7 degrees of freedom which is significant at 
the 0.03 level. 
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TABLE 


Group Two : Disecriginant Analysis 


a, aE a a Ml ee ee, “ae 


x 


Stayer / Leaver 


Subgroup 1: intend to serve 


Saecqroup 2 : intend to serve 


Results 


20 -O2 NMOLe Years (6 3) 


= Vee 
less than 


20 years (25) 


Standarized 
Canonical 


| 

: 

| 

| 

| 

| 

| 

| 

| Wilkts Das ceri aac 

{ Variakles Ente¢red Lambda Bunce 1 on 

| 

| Q93C Retirement Benefits 0.954 0355 

| Q93E Chance Interest. Work 02915 On 550 

! Ssh Training Oppocrtun. Oecc9 =. 945 

| QO93K Job Security One | Ue o6D 

| Q93B Having-Say Oeso7 -0.429 

} Q93L Medical Benefits Vee 22 0.463 

| Q93D Wage Salary O29 0.544 

| Carcnicel correlation = 0.413 

| For a Wilk's lambda of 0.829, Chi-squéere (5df) =15.44 
| SGuit .eanc? 0.03) 

| 

| Classification 

| 

| Actual Predicted 

| Stayer Lbeeve= 

| Stayér 63 62 (98.4%) 1 (1.67) 
| Leaver ZS 17 (68.0%) 8 (32.0%) 
| Percent of grouped cases correctly classified = 79.55% 
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eo Lae at OnmOrenr ne Stancarized Canonical discriminant 
eals =he relative importance of the 


function coefficients rev 
bles. Thus OS34H, es 


Mescriminan*ing va 
Opportunities was by 
manting variable (R =0.94); Q93K, Job Sacurity (R = 
Q93E, Chance of Interesting Work (R = 0.55) ani Q93D, Wags 


Berar y (R = 0.54) were the next three most influential vari- 


a a 
Lape eo — NOS’ went lvertial” discrimi- 
0 ) 


ables. 

The discriminant functicn constructed in this analysis 
Berrectly classified 79.55 percent of the total 88 cases in 
mane study. 

McG LiMnart EUnctien constructed with only one of she 
variables, Retirement Benefits, would succ2sfully classify 
70.45% of the cases. The addition of the remaining six vari- 
ables to the function increases the classificatory power by 


eniy 9 percent. 


D. GROUP TWO - CAREERIST VERSUS NON-CAREERIST 


This alternative subgrouping of initial junior officers 
who were beyond their pericd of obligatory service (aroup 


two) consisted of Careerists (nl = 56) and Non-Careerists 
(n2 = 28) was estatlisked in order to analyze Long-Term 
behavior. 

The same stepwise procedure with largest increase in 
Raots V as the criterion for entering and removing variables 
Bepemused tc construct a discrininant function. The summary 
in Table XI describes this function. A canonical correla- 
mom cr 0.5412 indicates that 29.3 percent of the variation 
Mometnis Giscriminant function is explanined by the Caresrist 
fem —-Caresrist subgrouping ({i.¢., the canonical correlation 
squared is 0.2928). 

moe 0.707 final value of Wilk's lambda associated with 


the discriminant function corresponds to a Chi-scquare of 


ai 





27.21 with seven degrees of freedom which is significant at 
mre 0.0003 level. 

Mie srobatrve ampcrtance Of the seven variables incl 
$n the discriminant function is indicated by the standari 
canonical discriminant function GOcrrICl ents. 093H, 
Training opportunities appears to be the most influential 
Variable (R = 0.736) while Q93D, Medical Benefits (PF = 0.53) 
and Q93E, Chance of Interesting Work (8 = 0.53) are the next 
two mcst influential variables. 

Seventy-nine percent of the total 84 cases were 
Bectectly classified by this discriminant function. TWO 
variakles alone, Retirement Benefits (993C), and Chance of 
Mmceresting Work (Q93E), could be used to correctly classify 
73.8% cf all cases. The remaining variables increased the 
Seasecificatory power by only 4.8% . 


Ee SUMMARY AND DISCRIMINANT RESULTS 


fie os-aver versus 


we wo = ——_ 


it 


a) Havina-Say (Q93B) endeei=eining Ooportunities(093H), 
Smeenead the discriminant function in both groups: Ore 


and Two. 


Db) Pecple to Work With (093I) and Job Location (093M), were 


Be2sent in Group Cne only. 


Cc 


“ea 


Retirement Benefits(993C); Waae Salary (Q93F); Chance of 
Mmaterssting #ork(Q93E) ; Job Sceles2 (09 3K) and 


Equipemeéent (Q93L), were present in Group Iwo only. 


d 


et 


Membership in Stayer / Leaver subgroups explained 14.5% 
(canonical correlation squared) eam var ia on un 


Group One and 17.1% of the variability in Group Two. 
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EAB ie 41 
Group Two : Discriminant Analysis Results 
Career / Non-career 
Sukgroup 1: intend to serve 20 or more years (5:6) 


Subgroup 2 : intend tc serve less than 20 years (28) 


Standarized 
Canonical 
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| QO93C Retirement S8enefits 0.903 Oued | 

| 

| Q93E Chance Intere.Work 0.829 03539 

| Q093D Medical Benefits 0.806 G2 530 

| eon Training Opportun. Oe 7 oil =O 7 oO 

Meeo33l People to Work With 02-750 Oe 416 | 

| Q93K Jok Security One 29 G4375 | 

| Sea Jor Equionern= O2707 02.345 | 

| | 

| Sanonical correlation = 0.541 | 

fee cor 2a Wilk’s lambca of 0.707 , Chi-square(7df) = 27.27 | 

| (sega ca Canes 0.0003) | 
oe ; | 

| Classification 

| | 

| Actual Dredicted | 

| Cauces Non-career 

| ( 

| Career 56 50 (89.3%) 6 { tO- 74) | 

| Non-career 28 129 (U2. 9 2) V6. 205 757) | 

| | 

| Percent cof grcuped cases correctly classified = 78.57% | 
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e)Having-Say (093B), was the most influential variable in 
establishing the discriminant function of Group On2, and 
HMeeaning Oppertunzties (Q93H), was the most influential 
masa ble an establishing the discriminant function for 


Group Two. 


Mmerne GiScriminant function classified correctly 66.67% of 
the cas*S in Group One and 79.55% of the cases in Group 


WO « 


Merne prior probakility of being a Stayer is 487.1% in 
Group One and 71.6% in Group Two. That is, we can 


describe Group One as leavers and Group Two 4s stayers. 


h) The final Wilkts lambda velues Os and 0.62 and 
Semon cal correlations of 0.38 and 0.41 for Group One 
and Group Two respectively do not indicate a very high 
degree of separation among eh tayers / Leavers 


subgrouvs considered in each basic group. 


meee career versus NoneCaresr Subgroup 


a) People to Work With (0931), and Job Equipment (0Q93L), 
eme-rea the discriminant function in both groups: One 


and Two. 


D 


el? 


Having-Say (09938); Jicom bOcactzon. (O93): and Work 
Schedule (0933), were present in the discriminant func- 


ecm £Or Group One only. 


c) Variables Retirement Benefits (O93 Cj -: Chance Or 
Interesting Work (Q93£); Medical Benefits (Q93D); 
Meaining Opportunities (093H); and Job Security (093K) 
WEIS present in Group Two only. 


dj) People *o Work With (0931), was the most influential 


Memeaul= 2 aestablishing the discriminant ‘function for 





Group One, and Training Opportunities (Q93H), was 
most influential in establishing ‘the discriminant func- 


monw@i GEOUD Tw. 


e)Career / Non-Career as discriminant classified correctly 
69.47% cof the cas¢s in Group One and 78.57% of the cases 


in Group Two. 


Buhne fricr probabilities of being a Careerist was 43.16% 
meGroun Oe and 66.67% in Group Two. That is, we can 
describe Sroup Cne as Non-Careerists and Group Two as 


maseerists. 


Membership in Career/Non-Career subgroups explains 22.8% 


eae 


g 
(canonical correlation squared) of the variation in 


ercour Ore and 29.28% of the variation in Group Two. 


h) The final Wilk'ts lambda values of 0.77 and 0.70 anéd 
manentical cotréelations of 0.47 and 0.54 for Grour Cne 
and Greup Two resrectively do not indicate a high degres 
Of separation among the Careerist/Non-Careerist 
subgroups. This result wés better than the one obtained 
with the StayeryLeaver subgroup on the same tasic 


@=OupS. 


Fe. SATISFACTION WITH MILITARY LIFE AND CAREER COMMITMENT 


As it was stated in Charter II , Literature Review, low 
Satisfaction was determined to be a precipitator cf search 

ore satisfving employment and the search itself asa 
toral link between job satisfaction and the decision to 
» {Reft. 6] 
A second discriginant analysis of the Stayer / Leaver 
and the Careerist / Nen-Careerist groupings was perforned 
Memeag Satisfaction with Military Life 996, as the only inde- 


pendent variable, using the same stepwise method employed in 


om 





(t+ 
ye 
D 


fame preliminary discriminant, to analyse GME Sse TICalGry 


rower of this variable alone. 


1, GROUP ONE 


a. Stayer versus Leaver 


The canonical correlation of Ocoee rOr {he 
Mescriminant functicn Gomsteueced in the analysis -Of 
Stayer/Leaver indicated that 36 percent of the variation in 
mee discriminant function is explained by the Stayer/Leaver 
aeescinction. 


W 


J 


ic 


J 


The final value of Wilk's lambda was 0.64 
cerresponds to a Chi-square value of 44.04 with 1 dearcse of 
fresdcn. This value is Significant at the 0.001 level. 
Fertaining results are shown in Table XII. 

To2eomdescriminan: funczevon ccrrectly classifiss 
memset Or the total 102 cases from Group One used in the 
analysis. Complete results of discriminan* analysis ars 


shown in Appendix C. 
be GCarecrist versus Nen-Careerist 


The seccend halt of Table XII describes the 
Meets of the discriminant function of this subcroup 
Cereer/Nen-Career using Satisfaction With Military Life Q96, 
as the orly independent variable. 

miemmcencnical correlation of e555 fOr che 
Meese ciminent functicn constructed in thé analysis cf Career 
fapsor-Caree=, indicates that 33.6 percent of the variation 
in the discriminant function is explained by the Career / 
Non-Career distincticn. 

The final value of Wilk's lambda was 0.66 which 
corresronds to a Chi-square value of 40.6 with 1 degrees of 
freedom. This value was Significant at the 0.001 level. 
MiemadiScriminant fumction cerrectly classifies 81.4% of the 


mCtal 102 cases from Group Cne used in the analysis. 
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TABLE XIiTlI 
Results of Discriminant Analysis 


GROUP ONE: Satisfacticn With Military Life Alicns 


Stavar (48) / Leaver (54) 


REM Mencu Lan Didaeteuesissieee eva aes cece ee 02642 

Sore CommeGrielauiON)c.sccesccsseees 0.5998 
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Vv 
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Pescen- Of grouped cases correctly classified = 81.4 
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2. GROUP THO 


a. Stayer versus Léaver 


imemmcanenacal COtzrelation of C2 9 peo Gee tS 
Mesctiminant functicn constructed in the analysis of 
Stayer/Léavers indicates that 8 percent of the variation in 
mem discriminant function is explained by the Stayer / 


Leaver distincticn. 


So 
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| 
Results of Discriminant Analysis , 


SReOur THO = Satisfaction With Military Life Alone 


Staver (63) / Leaver (25) 


Ee ee ee ee SS ee cee RE 


Pee ero NG Ge tstslslsicielcls s ass ciclecwesesse Oo r li 

MionmnG cle eOrr el AtHOM i seccecesliecees a Oe231 

@me= SQUare ValUc cece s cso ce fod 

meen | deqree of freedom; significant at the .007 level 


Percent of grouped cases correctly classified = 71.6% 


Career (58) y Non-Career (29) 


Wilk'ts Lambda @®@e@@ed¢@e@ese#ke@ee@ee@ee*@ @®egeees#e#s# @ 0.809 
MmaINOnnce a. Cormac lallOl ¢<<e«.s<«eseceeseee 06436 
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With 1 degree of freedon,significant at the .001 level 


Percent of grouped cases correctly classified = 74.7% 
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The final value of Wilk's lambda is 0.92 which 
corresronds to a Chi-square value of 7.4 with 1 degree of 
freedcm. to Vcialcmsc nce gn tican=e at the 0.007 level. 
memes diScrimanan= function correctly classifies 71.6% of the 
total 8@ cases from Group Twe used in the analysis. Partial 
meawits are shown in Table XIII. 
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re Careerist versus Nen-Careerist 


The secend half of Table XIII descrites the 
mesults of the discriminent function of this subgroup 
Gareer/Nen-Ceareer using Satisfaction With Military Lif? 096, 
as the only independent variable. Complete results of this 
analysis are shown in Appendix C. 

tmem Gameni ca we COEreClati:on of 0.436 Eor the 
mesecraminan* functicn constructed in the analysis, indicates 
mere 19 ~ercent of the variation in the discriminant func- 
tion is explained by the Career / Non-Career distinction. 

The final valu2 of Wilk's lambda is 0.809 which 
corzvesponds +o a Chi-square value of 17.86 vith 1 degree of 
feeedom. This value is Significant of the 0.001 ievel. 

Wess tseceManane LunetsOn Correctly classifies 
74.71% of the total 87 cases from Group Two used in the 


analysis. Complete results are shown in Appendix C. 


Ge CCMPARISONS 


The comparison of results of discriminant analysis using 
the se+ of variables related with Civilian versus Military 
Beak COnd. tions (Q93A to 993M) iG enetmucing Satisfaction 
Military life (996) cnly, are shown in Table XIV. 


There is a great deal of evidence of differences 


Mmeerne rerception cf military Mare ian <zhe two Easic 
meeups Of the Sample. Each group has different concep- 
tions of career commitment ain beth the short and the 


Memaq term classification. 

Fer Group One, the youngest of the sample, Satisfaction 
Deena litazy Life is the determining factor in ¢ 
Sion cf remaining in the Air Force. For Group Two, this 
decision is more influenced by those factors related with 
Sovetian and Military Job Conditions or, in other words, 
this grotp is more likely to use a set of comparable alter- 
Matives befcre they make a decision. 
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These results suggested that we investigate carefully 
the existing relationship between Satisfaction with Military 
Life, which is a scmehow "vague" concept, and those vari- 
ables which influence it. They app3ar to be the set of 
variables related Waco “CGavriaan versus Military Job 
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VI. ANALYSIS OF SATIS FACTIO! 


The results obtained in Chapters IV and V andi cated 
mee Satisfaction With Military Life was the single most 
a explanatory variable for measures of Career 


Orientation. Actually, these results were a confirmation of 


j-4 


[meesaecure findings mentioned in Chapter II, specifically 
what was established by Porters and Steers about the influ- 
ence of absclute levels of satisfaction on the decisicn to 
m@u2t Cr remain in the organization. [{Ref. 19] 

This Chapter analyses the relationship between measures 
See celative Civilian versus Military Job conditions wit! 
Sewetetaction With Military Lite. The relationship between 
Pema taction With Militery Life (096), and the set of candi- 
dat2= independent variables (Q93A to 093M), was tested using 
linear regression. Elock and stepwise regression analysis 
Of the candidate variables, Q934 +o 993M, with Satisfaction 
Wee litary Life (C96), was performed, and diagnostics for 
possitle ill conditicning were performed. Further, residuals 


( 


were analyzed for linearity ore VCargoOn as Shown in 
peoendi:x D. 


A. RESULTS OF BLOCK AND STEPWISE REGRESSION 


When the set of candidate variabies (093A +0 993M) 
was entered as a bleck into the regression nodel, 4u,2 
Percent of the variation in the dependent variable, 


Satisfaction With Military Life (Q96), could be explained as 
memes 2nd? cated in Table XV, i.e., R2 = 0.44822, Only fous 

agEles: Work Schedule (0934); Medical nefits (093D) ; 
Inmediate Supervisors (093A), and Retirement nefits (093C) 
Neve a significant regressicn coefficient at the 0.05 level. 
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TAs ooe ly 


Block and Stepwise Regression Results 


G ROUF 


ONE 


(Dependent Variables: Q96) 


meeck RESULTS. 
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| Step Variables Bi COS tn.) 
| 1 Ore LOcst1 OT O22202 
| 2 Wage Salary 0.1446 
3 Web secur: + y O07 02 
4 Training Opprt. 9.2044 
| 5 Work Schedule 0.3091 
| 6 Having-Say Ceo toc 
| e People to Work On voczZ 
| 8 Medical Benef. -0.1431 
| S Job Equipemnent 0.0481 
| 10 Premotion OF 1085 
f 11 mice rests wor k 0.1060 
| 12 Inmed.Supervis. 0.2660 
13 Retirem.Benef. 03671 
| 22 = 0. 
| meee AlLSet RSSULTS 
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| Having - Say 0.473 
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Re eV cata le prediectszon Equation Was obtained b: 
Beoering =he same set of independent variables, and using 4 


st 


iD 


Peescom SeC- (Use cG ™SOlace the Wbost™ subset of predictor 
Weeltables, as shown in Table XV. Three variables entered «he 
final equation: Immediate Supervisors (Q93A); Having a Sav 
(O93B), and Work Schedule (Q93J). The regression coeffi- 
Cients (EF) are all pesitively related with Satisfaction With 
Military Life (996), the dependent variable, and there is no 
a marked preponderance of cne regression coefricient over 
the cthers. 


2. GROUP TWO RESULTS 


Fntered as a block, the candidate veriables are able 
memexplain 50.8 — Giwene Val tatson in o Setistact ion 
With Military Life (R = Oe 055) -< Results are shown in 
Table XVI. Reimer e 15 Vardables inp the block, only four 
Padea Significant regression coefficient at the 0.05 level: 
Beogre tc Work With (0931); Work Scheduleé (90933); Chancs of 
Mmeeresting Work (Q93E), and Retizement Benefits (093C). The 
Mega~ive regression coeffient presented by Q93C, (B = 
Somes 2s), cculd be interpreted as a deécraase in Satisfaction 
Meee Militaty Life when Retirement Benefits in the civilian 
sector were verceived to be better than in the military. 

The st@pwise variable selection procedure, shown in 
Table XVI, entered fcur variables into the equation: Chance 
Seen ce ces ting Job (C93E); Medical Benefits (Q993D); People 
to Work With (0931), and Week Schadule (0933), all of then 
Significant at the 0.05 level and positively related with 
Beetetaction with Military Life. Chance of Intsresting Work 
alone, was able to explain 28.1 p2rcant of the variation in 
Satisfaction With Military Life and Pecple to Work With, 
Medical Benefits and Work Schedule together, were able to 


explain about 15 percent only. 


66 





| 
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Block 


mBeeecK RESULTS. 


ee eed eee Se ee ee Yat 


TABLE XVI 


GROUP 


THO 


and Stepyise Regressicn Results 


(Cependent Variables: 096) 


| 

: 

| 

| 

| Step Variables B(Coeftf.) 
| 1 JemelLocation OR 03166 
| a Job Equipement 2 0eS> 
3 People to Work 0.4197 
| 4 Medical Benef. 0.2405 
| 2 Ha vina-Say Vr 4 2 
| 6 Work Schedule 0.1869 
| 7 Hen Secure: y Ono es 
| 8 Wage Salary OR 02ZE5 
| 3 Interest. Workt 0.4468 
| Ve Retirem.Benef. -0.2028 
11 Inmed.Supervs. 0.0574 
| eZ Mecinenaeonoror.  O..1655 
| 13 PEenOt. On Ort) 2 
| R2 = 0. 
| PeeeewWrss& RESULTS 

Meeererctatles in . 

| the Equation B(Coerf.) 

| Interes. Work 0.548 

| Medical Eenef. Voy 

| megnple tc Work Oes77 

| Werk Schzdule 0.376 

| Constant aso 0 

| nea 

| 

| 


OV 
~~ 
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020366 
20979 
0.4238 
Uae. 
0.2342 
0.2098 
Neo oy 
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0.0481 
0.3469 
0.4216 
0.3194 


R@-Change 
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Sense. 


0.2436 
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ORO a7 
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0.5804 
05 0076 
Oar Og 
0207 36 
0.000 1 
O.. 0875 
095150 
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O25 2994 
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0.000 
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0.010 
0.480 


ae ees nh eee EE eee, es OE cee ee, OO cee a es ED oe eee SE cee, A ce OD cee ND cee “OE cee ce cog <P ce i OE ce ES om 


eae ag ER Ee, Ee ey SE ce eee ee ee 


tees 





Be, MULTICCLLINEARITY DLTAGWOSIS 


Beeneiss fO= en '2il Condicioning" or multicollinearity3 
was performed following both informal and formal procedures 
on each group. Informal muiticolilinearity indicators wers¢ 
investigated on the results obtained from block regression. 
Some of the results of this analysis are presented in Tebies 
XX and XXI and they cculd be summarized: 

fie Ne larqe change in the regression coefficie 
avariable when another variable enters the equation 
were observed in Group One or Group Two. 

meeeeeNO large change in the standard error of B with the 
entry of subsequent variables. 

3. No strong ccrrelaticns between variables in thea 
regression equation. Heer dnes.: COsseletscn found 
was R= 0.63, btetween Retirament Benefits and Medical 
Benefits in Group Twe. Complete correlations results 
for Group One and Group Two are shown in Appendix E. 

4H. The size of the correlation values among «he esti- 
mated regressicn ccsfficients anid Sts. alge praac 
signs, were another source of nmulticollinearity 
information. Nor large correlations size values nor 
negative signs were found in any case. (See Tables XX 
and XXT) 

5. Algebraic signs in thea estimates regression coeffi- 
cients, opposite of those expected, were found in 

=O2093 1), an 
-0.2028) 


ZAGheGEOUD OnGes: Medical Benefits (8 


it 
| 4s 
P| 


Group One, and Retirement Benerits (B 


Group Two. 


am == =P 22 a oe a a oe oe oe oe Oe ee oe eee 


Becoes ~—peoblem (multicellinearity) reflects ¢ 
meaeeewhen date are iJ1 conditioned, some data ser 
nearly dlineart combinations of others and hence ad 
mec le Be Ue indevendent infcrmation from which add 


statistical informaticn may be gleaned." [Ref. 22 p 
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ire naesgy, —SOMe saufreormal indicators of ill conditicninge 
were fecund in this analysis, but conclusive rés iS 
the deqree to which the regression results migh*+ be 
misleading cannot be made from «hem alone. 

The formal diagnostics and assessing of the seriousness 
Of multicollinearity was perieormed following the procedure 
suggested ry Beisey, Kuh and Welsch [{ Ref. 22 pp.152, 160}. 
The technical backgreund of this technique consisted of ths 
Singular value decomposition (SVD) of a matrix K, and the 
decomposition of the estimated tegrassion variance in a 
mMannexr ccrresponding to tha SYD. The matrix X, consisted of 
n observations and p variates is subjected to singular values 
decomposition (SVD) which yields a set of condition indexes. 
The diagostic procedure suggested that an appropiate means 
Bem adiegnesing degrading collinearity is the fecllewing 
double cendition: (1) A sSinguler value judged to have a high 
condition ind=x (say, greater than 30), and which is associ- 
azed with (2) High variance-decomposition propottions for 
two or more estimated regressicn coefficient variances (Say, 
Meeecet then 0.5). The condition indexes are the square 
meets Of the ratios cf the largest eigenvalue (of matrix X) 
to each individual eigenvalue. From the results obtained on 
Group One and Group Two separately, as they are shown ir 
Appendix F, the analysis concluded that in the block reares- 
perem @gquaticn there were no combinations of condition index 
and variance-decompcsition BEODOE. ONS) Walch me2zt the 
Gequerements for degrading ccllinearity,i.e., the highest 
condition index found in Group Ona was 19.58 but only one 
PmemencS Proportion associated was greater thar 0.5: for 
emeup Iwc, the highest condition index was 21.847 but no 
Variance-preportions greater than 0.5 were found. 

Retuaily, these diagnostics gave a confirmation of the 
Seomets Obtained with less rigorous test for multicolli- 


néarity when bleck reqrassion was ovoerformed. The final 


So 





result of this analysis was conclusive in the sense that the 
se+ of selected explanatory variables (Q93A to Q93%) was 


free cf multicollinearity. Therefore the régression esti- 


mates are accepted. 


C. COMPARISON AND SUMMARY OF RESULTS 


Fer each group, stepwise regression analysis gives a 
Meeeterent set of predictors for Satisfaction with Military 
Life (096), which may be considered as free of ill condi- 
tioning after the diagnosis results presented in Section 8B. 

mer: Group One, the younger officers, the perceftion of 
Satisfaction With Military Life is closely telated to three 
MeetOrs with characteristics of military life: Immediate 
Superviscrs, Work Schedulé¢, and Having a@ Say. Immediate 
Supervisors alone explained 21.9 percent of the variation in 
Seeebetaction With Military Life. For the secend Group, offi-~ 
cers with mcre than seven years in th? service but less than 
Seeeedial <«o ten yéars in the Air Force, Ciane= TOs 
Tnteresting Work (Q935), and Medical Benefits (093D), were 
meme cwO fLactors which best explain the variability of 
Sepeetaction With Military Life. People to Work With and 
Werk Schedule, were influential to a lesser extent. Only 
Work Schedul¢ appears to be a common 2xplanatory factor for 
Mremeverazability junicrc otficers' p2rcaived Satisfaction With 


Meet tary Life. 
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VII. SUMMARY AND CONCLUSIONS 


A. INTRCDUCTION 


This study developed and tested a model to analyze the 
Beoplem cf voluntary terminaticn from the military among the 
pomeer officer community of the U.S. Air Force using a 

O° 


5 
sequential methodology and focussing on the problem fron 


Sidering the 
he 25 2xpla- 


natory variables originally selected) on the d¢cisicn to 


three different perspectives: Ease yY con 
t 


influence of the selected predictor variabies ( 


leave or remain beyond obligated service; second, by 
analyzing the turnover decision from a behavioral standpoint 


by differentiating between the long-term and the short-ter 


=| 


nd 
third, by establishing a model able to axplain the influence 


Beet ternative job cpportunities provided by the civilian 


decision using two specific descriminatory subgroups 4 


Mmemeeer OG the degree cf Satisfaction With Military Life. 


PeeeeANALYSIS OF EXPECTED YEARS OF SERVICE 


Meee first appreach to analyzing career orientation 
presented in Chapter IV, was undertaken using stepwise 
linear regression on data for two homogeneous groups: Group 
Seem including junicr officers with four or more years of 
active duty but less than or egual to five years of active 
duty who were within their initial obligation; and Group 
iWe, including junicr officers with seven or more years of 
active duty but less than or equal to ten years of service 
who were serving beycend completition of their initial obli- 
gated service. Multiple linear regression of Intended Years 
Beyond Obligatory Service (CO) with the original "kest" set 


of 25 explanatory variables showed an overwhelming influence 
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Pepe oOtaleoads.setaction With Malatary Life in explaining ozga- 
Mmamaecionel commitment, @.9., career intent. In Grou 
most cf the variability of Intended Years Beyond Okligated 
Service (CO), was explained by Satisfaction With Military 
Life (only this variable enters the final equation). Tn 
@eeup Two, four variables explain 28 percent of the vari- 
Mgmt y in Intended Years Beyond Obligated Servicsa (CC): 
however, 14.7 percent of this Variation is explained by 
Seeestaction Wih Military Life alione. 
Four main conclusions may be drawn based on this firs* 
analysis: 
Mmeecorciusions in the Literature related to the influ- 
ence of absolute levels of Satisfaction With Military 
fate On voluntary ‘*erminations (turnover) are 


Supported. As indicated by the stepwise rear fon 


iD 
iN 
ey) 
\-4 


je 


sesults for Group One, Satrcrace don With  Milatar 
2 


the variation in career intent is explained bv 


(oy 
Hd 


3 
O 
rh 


Life decreases as intended tenure increases (3 


ct 
‘iy 
| *- 


fw 
WD 
fh GA " 7) 


variable alone). In the case of Group Twe, bes 


Mm 


4-4 


Sat. c2action With Military Life, other intervenin 
Variables influence the decision about Intended Year 


Beyond Obligated Service, i.e., Aix Force Academy as 


fu 


Zhe OnMEGGNM.SslTon, ~Toaining Opportunities an 
Petirement Benefits, are the other «hree variables 
Wieeneenter the final equation. 

2. The *wo sample groups showed appreciable differences. 
Group two officers were more likely to be influenced 
EPyaiclec=nacive job cChparisons in their decisicn to 
stay beyond obligatory service. The variables 

“-related to civilian job alternatives which sntered 
the final equation for Group two were Training 
Opportunities and Retirement Benefits. 

3. Fer toth groups there exists a high positive correla- 


tion between Satisfaction With Military Life (096) 


ee 





ange nee Set COR Variables related to ealternati 


j-te 


v 

Spee=tan ene s Im tie Civitaan sector (Q93A to 993}. 

Moose StTect lone nc th Mille a=y Life is 4 “good'! predictor 
Fer Organizaticnal Commitment (measured as intended 
years beyond obligatory service) but i+ does xn 
explain the extent to which personnel are¢ sa 
athena ye lXtoowand work conditions relative 
alternatives perceived to be avaliable from alterna- 


wvec tun “he Civilian sector. 


Cw. ANALYSIS OF TURNCVER AND CARFER INTENTIONS 


In light of the results of the initial stepwise regreés- 
SloOn , the candidate variables selected for the secon? 
m@m@eG@ach tc the prceblem of voluntary turnovers were the 
Malitary/Civilian gee ccemparisons (Q93A ae Q93M). 
Discriminant analysis was undertaken to identifv separate 


sets of explanatory variables for the long-term decision and 
D € 


the short-term decisicn. The two original grouvs were sub- 
divided aa two subgroups called Stayer/Leaver and 
Career/Nen-Career. As explained in Sections A andeB in 


Chapter V, officers who intended to leave the Air Force at 
memeconclusion of their initial obligation were distin- 
guished from those woe intended PUreh 2 service 


(StayerssLeavers), and those junior officers who intended 20 


years or more of service were differentiated from these 
intending less than 20 years of service 
(Careeristsys/Non-Careerists) . The results of this analysis 
are discussed in Charter V. Ueemoone discriminant: analysis 
was thn repeated using Satisfaction iene ia La ery esc 


fee) as the only classificatory variable. 
The most interesting result of these discriminant anal- 
Seereees the fact that the discriminetory pewer of the 


Mescaininan= function using Satisfaction With Military Life 


qT 





foo es =ne Only classificatory variable was greater than 


mecmeclase ££ 2c2tOry vewsr of =the Set of Civilian jeb alt¢rna- 


meeo4O9Sn =o O93%) ££or Group One in both discriminatory 
Mme tl1Ons (Stayer/Leaver and Caree2r/Non-car¢eer). ror Greup 
Two this result is reversed, that is, ite me ds sb Cac OFY 
power of the set of job comparison variables is greater than 
the classificatory pewer of satisfaction alon2. AS mentioned 
in Chapter V, the discriminant analysis was undertaken using 
a stepwise technique for selection of classificatory vari- 
e 


ables. The 2xolanatory variables w 
mages ional discriminant functicn as a bl (direct method) 
and the kasic or ganeral results did no 
the classificatory power differed Slegncy aL 
instances. 

ire MOS= ianportant results and conclusions drawn from 


ene Ciscriminant functions for each group may be summarized: 


1. GROUP ONE 


hezmbost a =SeL-Minant fEurcrions, Short-term decision 


there was agzreat deal of consistency in the selection of 
explanatcry variables. Having a Say (09383), and People to 
Work With (0931) (with correlation of 0.17 batween thom) are 
the two most influential classificatory variables in both 
@eeeriminent functicns in spit Offence tacce.. then their 
degree cf importance was reversed in the two an2lvses, i.9., 
for the Short-term decision, Having a Say was more influen- 
tial than People to Work With but was less important when 
the Long-term decisicn was considered. 

HiewoweLesulss On ithe discriminant analyses for 


Group One, were: 


a) Satisfaction With Military Life (096), used as the only 


classificatory variable, had a classificetory ovoower 
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b) 


Cc) 


superior to the the set of variables related to jeb 
Miwon namiyes proveded Dy jhe civilian sector, 1.8.4, Q93A 
tc QO93M. This implies a strong dependency on Satis 
With Military Life on the part of the youngest ar 
the sample and aless likely tendency to make al 
tive jcb comparisons with the civilian sectcr. 2 
understandable given their relatively short professionali 


experience. 


The marked influence of th2 two variables; Having a Say 
(OQ93F) and People to Work With (Q93I), in the discrimi- 
nant funcitons for this group revealed a difficult mana- 
gerial issue: these two factors represent much of the 
Bnaicsophy Of che malitary: obedience without discussion 
and acceptance cf leaders because they have @ higher 
rank are not easy when the officer is at the begining of 


his carser. 


meae ClaSsificatory oower cf the sat of exvolanatory vari- 
memes Telated <tc job alternati 
mien (66.7% and 69.5% £ 


oO 
Leng-term decisicn respectiv 
€ 


2S was not esrecially 

r décision and 

TGC. OUD One, The ¢clas-— 
sificatcry power of Satis ees 

Pes.4% and 81.4% for the Sh 


Lenaq-term decisicn respectiv 


ica ay eid fe 


no Qt 
ct 

(tT pe = 
Oo 
J 
x 
¢t 


-ter decision and the 
ly) was rather high bux 
moe= Vartable is not informative enough for managerial, 
planning and ccmmand purposes. Satisfaction With 
Military Life is an important determinant of voluntary 
terminations but it does not have clear policy implica- 
+ions. However the analysis of turnover as it is related 
to ccemparisons between satisfaction obtained from mili- 
tarv service and satisfaction that is perceived <«o be 
eevetteble £Lrom eltertnatives in «ne civilian sector is 


much more rich in policy related conclusions. 
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2. GROUP THO 


As mentioned above, for Group Iwo, the cl 
Berey power of Satisfaction With Military Life (Q 
alone was inferior to the classificatory power of the s 
variables related to alternative job conditions previded by 
mie Civilian sector (C93A to Q93M). This contrasting result 
with tespect to Group One revealed a tendency among members 
BeeGrcup Two to found their Long-term decisions and their 
Short-term decisions cn comparisons of alternatives. Tenure 
had an imocrtant role in this analysis and the immediate 
conclusicn is that members in Group Two ar2 more likely to 
make comparisons with job alternatives than members cf Group 
One. Scme of the major implications drawn from these 


results were:2: 


a) The Short-term decision is highly influenced by Training 
MPpOFLunities (Q93H) in Group Two. To a lesser extent 
this decision is also influenced by Job Security (093K), 
Chance of Interesting Work (9935) ard Medical Benefits 
(0931). These four factors ara likely to be managed by 
planners andchiefs in the chain cf command and it 
should be possible to reduce voluntary quits at the end 
Of cbligatory service among these junior officers by 


miircaucing covenien= personnel policies. 


b 


~— 


Only one small difference with respect to the Short-tarn 
decision was observed when the Long-term decision was 
analyzed: Medical Benefits (093D) pecame an importent 
Mrrrwence In addition te Treining Opportunities (0938) 
and Chance of Interesting Work (0935). ACzual iy, Lom 
members of Group Two, the decision to be ac 

was more strongly related to some long-tsrm 
from the Service (training, medical benefits) and less 


Bremeongty €O some Of the structural elements of military 


76 





Boom avind a Sd¥, supervisors, Work Schedule) which so 
EtEougyesnelucncec the Long-term decison 102. 12 
members in Grousd One. 


c) Training Opportunities (093H) became the most influéen- 


wee 


tial intervening variable in the Short-term decision and 
the Long-term decision for members of Group Two. This 
Eupperts the cenclusion that training policies and 
training opportunities in the Air Force are 4 crucial 
matter in the manpower planning and programming process. 
Oymeche cCther hand, there existed a “hight correlation 
between Satisfaction With Military Life and fTraining 
Opportunities (R=0.42) as shown in «the following section 
ez, conclusions. 


D. ANALYSIS OF SATISFACTION WITH MILITARY LIFE 


imme chard and final approach to the problem of voluntarv 
terminations consisted in the analysis cf Satisfaction With 
Mieetary Life, which was determined to be the mest influen- 
tial determinant of tuzrovar in the first approach discussed 
above. The focus of this part of the study was comparisons 
between satisfaction obtained from military life and satis- 
faction that is perceived to ba available from alternatives 
Peovedged by the civilian labor market and how such ccompazri- 
Bemses aitect total cr general satisfection with militery 
ire. Linear regression analysis was undértaken using 
Satisfaction With Military Life (096) as the dependent vari- 
able and with the set of variables representing the compar- 
ison alternatives (Q93A to Q93M) as candidate explanatory 
Variables. A formal diagnosis of multicollinearity confirmed 
the accurancy of the regression ccefficienéts. 

Eyegcoup, the mcst important conclusions for this part 
cf the analysis were: 
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GROUE ONE 


EOrmG- OUD Cne, che Structural elements of military 
[tc meee ee, rumedlate SUdervisors (QO934), Having 4 
Sia yo moos 2) and Work Schedule (0933), as thay are 
perceived in comparison with civilian life, were 
shown to be most Soa iacosy OL Variations in 
See crecson With tit bieary Lice. This result confiras 
previous findings in this thn2sis summarized above in 
Section A. 

Considering that this study included only Aiz Force 
officers belcnging to the Operational environment, 
the inclusion cf Work Schedule (0933) in the final 
equation was not a surprise. Generally, Sit Op Ore: 
Qeimecers workmea Standard “duty day", ©e.g., 0730 hours 
Poem OUmmNOMES: “PitLgts, On teg “other hand, werk a "by 


Bete yoduty Schedule wh-ch changes according to 


assigned flights, alert tours, and deployments. This 


meamozObeDiywean insS livable sousce or dissatisfaction 
dynerent to the Ait Force PBilot officer which gé¢ner- 
ates @ qualitatively different life-style if compared 
Weciied SUPDpOr. Officer iefe-styie. This could be the 
fecus 9£f further analysis outsids of the scope of 
Aas thesis. 


GSsOUr TNO 


The regressicn equation for Group Two included, 
again, Werk Schedule (0993J) aseapaCeOr Aster m22150 
memo evel Of Satisfaction With Military Life, as well 
as Chances of Intsresting Wotk (Q938), Medical 
Peter ts  (O9S3H) and People to Nork With (Q931I). The 
firs+ variable does not need further giana oe and 
the other three confirmed result of previous 
discriminant analvse 


The regression results for this grouv support the 
hypothesis that Satisfaction atheist teary hate 
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varies as tenure increases. Younger officers were 
mere likely te be influenced by structural cf mili- 


tary life than were the older officers. 


Tn general, this study answered the major questions 
proposed in Chapter III. Organizational Commitment, meas- 
ured as intended years of service beyond obligated service 
(CO), was fonnd to be highly influenced by wether or not the 
jmecr Officers were within their period of initial obliga- 
tion. Fer the younger officers of the data set (Group Cné), 
Satisfaction With Military Life was an overwhelming determi- 
nant of their career orientation. For Group Two (junior 
Seeecers Without initial obligation), besides Satisfaction 
Wath Military Life, three mere factors (Air Forces Acadény as 
source of cemmission, Training Opportunities and Retirement 
Eenefits) were found to be influential. 

Particularly importént were the fundings about the 
Meeeuuerce cf alternative job comparisons on overall 
Satisfaction With Military Life. Using linear regressicn anda 
discriminent analysis, this thesis demostrated that the most 
influential variables affecting the level of satisfaction 
With military life were perceptions of comparable alterna- 


Bayes provided by the the civilian sector. 
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APPENDIZ A 
SURVEY QUESTIONS FOR CANDIDATE VARIABLES 


SURVEY 

CUESTION 

NUMBER CUBS TLON SCALE 
meeenceugh which ef the following officer 


procurement programs did you obtain your 


commission/waxzrant? 


MectenyeGaaduace {USTA, YUSNA, USAFA.......2.2-01 
mie eeGd me OiimOL: 1 CO= PrOGTAM ss ic ccs ccc cscs ees OZ 
Offices Gaenaidate Schcol or 

ene — Sa aCe TREING | SIGNICOl. 4 4.5 ss «6 6 sles s esis sees e ee 03 
Ele emmneIGia acca) cus iaistelieiisicisiielels sic als eo «\s\sie ois s+ « «ss + U4 
Pee MUST A@ eh Sciemro iis 0) saaiists s) siiciee 69s ¢ oe s1e sce cee eee 0 09D 
ication Ort ice: Candidate or Aviation 

Wicker etenenede eens iste ice cele (e's cisls ss sss sss csscseee ese 06 
io mEe eC nmr nC Clee TEOG GO Ms secs ccd cces cc ccccne sc OT 
PPeaOcreADDOLnemen: £rOm C2vidian Status......08 
eel ay Sangeet vem aed a Cis. «4/4 6 wa es 0 se os vis «00 OF 
PiMaecnmbhicanuors Cour se/fuoe (USMC) ..2ce2ces cee 10 
Heder soGboressiomal Scholarship Preogram...ee.. 11 
Mcdhte Mme eia last DO LOGTAM ss s66s oeeccecseeess 12 


UA paren cose se eee ate oo 6 6.S0e ee we lecehee 6 ees eeceeeecee 13 


PierecesecOlrmnd Cn =zheir first tour of active duty 
u 


SEomoto nese sels an 2Mitial service commitment. Ar 


(D 


you presently serving within your INITIAL SERVICE 
SRLIGHEION @S a commissioned officer? 
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11 


Dees not apply, I did not have an initial 


red a oO Ms = ws a's a) s Pete ol ee teis aS gheceve eee ¢ 


Yes, I am serving within my INITIAL 


iseiieGice nO) erent Ce tos ce 66 6 eee © 6 ee eee wee ft 
Neem am ServVang Withinewne FIRST YEAR AFTER 


MY ENT TIA L CELIGAT ION. ®e@eeeéee@#?deéeeee@#ee#eéee##eé#28e8 ee 
No, Iam serving MORE THAN ONE YEAR BEYOND 
MY IN SLE TAL OELIGAT GN @®@#@eee@ee#ee#2ee#8e6e9%e8e*9e68e8¢8e8e8 86 @# 


How many years of obligated service do you h 


remaining in your present obligation? 


Does not apply, I do not have a service 
ee MICI ene OWNS eich c nick Sisisiie © eee. ee se 66s es sees 

ie Sc MeaCUe my Cd CelsMelelsie sie css scsce css eae 

At least 


ie Least 


1 year but a¢ss than 2 y3ars..... 
Zeveaessvolc Less than 3 years.... 
Az lsast 3 years but lass than 4 years.... 
At least 4 years bute less than 5 years.... 


ee tas Se el 02) is etemetel/e "s.<\ 6 6 s\o 6 © evéjsiiecs's 00 «se 0 ss 


To +~he nearest year and month, how long have 
been on active duty? 
iieyou fad a break 4n service, count current 


and time in previous tours. Count time spent 
Vv 


YEARS | | 
and 
MONTHS {___| 


8 1 


eee 


ae 3 


eh 
sucel 
seen 
0-3 
20 4 
Bete 
Sole 


ct 
+ 4 
e 
(D 


fw 
ct 
fw 





When ycu finally leave the military, how many 


total years cf service do you expect to havez? 


# YEARS | | 


Belcw are some reasons military personnel may 
have for leaving the Armed Forces. If you have 
considered leaving «he service in the near fu- 
ture, please mark the three most important re- 
asons why you weuld leave the service. 
eeemNetr ab Dye Dilan SO LrSetl co... cee ecesese dl 
Does not apply, I have net considered 
ie RU er Pee RV Gle siclelateleiiclis s oss osc aaness «ae O 1 
PICEME ICME MGaG OCMEGIINCstc c's tsieiel eres ec 0c eaisece ceecceccel I 
Due reomloCecaradGnrOr MY A2SSiGMSNe Ss. cece vee eon OT 
peme cine n/muonmmer Go 9 MO VGSicks sie a siciels sis ce cas cs ec ese U1 
Dislike being separated from my family.......01 
iyo tyewane Me to Leave che service.......01 
Deca cm weeneererSOonnsal POlIGHES. occ ce wc we ce oO 
omer lmmiemoOma i hel COO Dees cso 6c ese eee cee 1 
Discrimination against military personnel, 
iota MO mina Cog Sah Gu CS  GalKcscccececcscccce 01 
Ne omcMoOmanmOPrCETUnTty fOr edvancemen:...es.-01 
Pomme We cele WANG OS. ssc 6esecc ccc scescecscee( I 
Perm c VA a ane yOb CPPOLCUR TLCS. ..ccc ces eee e 01 
MeQuicewon Omer iindwas Y DSNGELES so. ssc ccs cee eee oe 01 
licen Omaccl1ce MY JOb SKILLS... ccs ceec ee e OT 
nia MOmeNE RCE MEOW clclcls ccc cccceuesceeecccosesecesO1 
Unreasonable work scheduies and long 
(Nene MEOUSMEW @Ul\(olslais asics 6 ois elelels os «ccs cose s ee o 0 1 
Plan to continue my education/use 
Grey Ate Ole erate S iy cuales cele se sieiis os sce 60-00 eee 0 1 
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52 


63 


Variable Name: 


O22F 
Q22H 
O27 
9225S 


Centcent= (Reas. Wd. 


Family separation 
Perscnnel policies 
Baetecin. ODDS. 
Unreas. Wk sched. 


Rew cu erihot SENTERED ACTIVE SERVICE, 


were you? 
academy and 
Quit y s 


Which of the following special monthly vays or 


Soumt: cle spen= at a military 


pricr enlisted service 


AGE AT ENTRY 


allowances do ycu currently receive? 


toemerk ali 


Maden GeCCelvVe eny Special monthly pays.... 


eee aa POLY. 


aS active 


Ever oSoV . ) 


how old 


Be sure 


Jump PAV ccc cc ccccces @eoee@ees*ss#ePtesteemeeetee#1ee##8 @¢e#ees@ 


Sea ol eee italal tel elal al sels ele! «ies s/< «o/s « 


Submarine 


EG gteleteteralalelels ea a0 @ iss 6 es 


Palag ht MaMa ieteWtalatsWelie lelalee ais iss eee e/a) s le 26 « 


Ep tC RECIMemD Mt Vi WP GY o sicils occ aicls ove sec sss 


PEO PichyGemate slate sralaale sie si cie es e's els 6. « ¢ 0s 


COLA (Overseas Cost 


O£ Living Allowances). 


Overseas Special Housing Allowance....... 
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2 


25 


Suppose you were to leave the service NOW and 
MaveeOurind a cavaidan gob. How likely would 
Pomoc =o Lind 42 Civet2an job that uses the 
skills in your militery career field? 
Mark One 
lemme © steduletecta’s «6 eo setee (0 11 10) s-5 00 
Veevesmagute possi bilitys (1 in 10)... 01 
SpergmempPOSStOiILEVs .ee05 (2 in 10)<«- 02 
Seni meee = Dt teyin cs esieeis a (3 22 10) 40 03 
MCOMBREEO OSS Degli y cesses (4 10 10) 20. O04 
Petey = GOOd pessibility.(5 in 10)... 05 
MeECtos Sev isate Vas cs eaes (0 LN 10) 44 06 
PrN ONC 4 6 ce ctcie sc c-so es sere (F Lt 10)... 7 
MeO O DGD LO. scceses eee (OS In 10)... 08 


PebnN=te SIGS sc5 so eec~e coee (9 Ln 10)... 09 
Gert ain. @#ee#?e¢?8ee8ee28¢ed@ee?#st#* (10 son) 10) e @ 10 
bor '< Know’ * @¢@¢@e@60Ce 8 see 8 @ #@eed@s?e@ed¢?eedgweee#8 ee @ -8 


If you were to leave the service NOW and take 
Peeve seh Joo, how do you think hat job would 
compare with your present military job in regard 


fomeene ft) 1c#¥ing work conditions? 
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CIVILIAN 
JOB 
WOULD Bs 
AS Ler 
Been CONDITIONS BETTER 
The immediate 
Supervisors 1 
eo a say in 
what happens 
to me 1 
The retirement 
benefits 1 
The medical 
enefits 1 


The change, for 
interesting and 
Challenging work 1 


The wages or 
salaries 1 


The chance for 
peomc tion 1 


The opportunities 
fom) training 


The people I work 
Ree P 
The work schedule and 
momrs cf work 1 
The 


The equipment I 
use on the job 


gob Security 1 
Howes fe 
ijem2ocation of 

e joh 


Variable Name: 


Or 11D 1010 1010 1010810 
WWW WNNDWONW WW 
W Gob) God Gold LG Go Cul 
mM ROH mOHHON WE 


ABOUT 


ie SAMS 
Ciena Ne es ii A Civitiay CrVail tan 
JOB CIVILIAN JO3 JOB 
WOULD BE AND WOULD BE WOULD BE 
peitGmauGby MILITARY SLIGHTLY aA LOT 
bows & JOB WOR S 2 WORSE 
2 3 4 5 
Z 3 4 = 
2 3 5 
2 5 4 5 
2 3 4 2 
Vd 3 4 5 
Z S 4 5 
2 3 4 5 
2 3 4 5 
3 4 
3 4 5 
2 3 4 a 
2 3 4 5 
Con*ent 
Immed. Sea = 
Poa =n Giec. Say 
Retirement Banefits 
Medical Benefits 
Interesting Wk. 
Wages Or Salaries 
Chance Promotion . 
oe eo ree oe « Y 
People Work With 
WOweoCnecO. s2nd Hrs. 
Job Security 
Equipment. 
JOR wicca: 2on 





94 Suppose you left the service NOW. How do you 
think the total military compensation you ars 
receiving now (pay and benefits) would compare 
with the total compensation (pay and benefits 


ycu would receive in a civilian job? 
Mark One 


PPG eNG sem’ Natne Mtl i tatyeceecece « 1 
Meese NOLe Ineche Military.s.s<«...2 
About the sam? in a military and 
Senne Memna Ol Cisvais.s) eels! 6s 44646 sare oo 0 3 
Poieerre NOTE ap Civilian Jcfe.....4 
PGreeCme mee lVidan Lee... .. 2 es 2 5 
T have no idea what i could 


ane elec 2 V7 oe me ict Cc core we ela eae oO 


peomeeuow much do you 2qree er disagree with each 


eens £Oollowin Statements about military 


co? 
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NEITHER 
STRONGLY AGREE NOR STRONGLY 
AGREE AGREE DISAGREE DISAGREE DiSAaGre— 


Hare in the 

ferme, 1S about 

what Iexpected 

ee ® DCwssccee | 2 3 4 5 


Mil. personnel 

Bie the future 

will not have 

as acod retire- 

ment benefits 

as IT have now... 1 2 2 4 5 


My mil. pay_anrnd 
Oe ee eh 
Ie keep ues 

i 


volt tac 
be better off if 
meeoeck a civil. 


RNONes 6 0 00 4 eee oo 1 2 5 uy = 
Variable Name: Comten=: 
Q95A Mil. Life as Expected 
0952 Fut. Retirement Benefits 
O39 5C Mil. Pay and Benefits 


Oo 5D BevEcr Ofr te TOOK Civ. JOD 


ry 
hy) 
ry 
@ 


96 New, taking all things together, how satisfied 
cr dissatisfied are you with the military as a 


way of life? Mark cne number on the line below. 


Very 
Dissatisfiei Satisfied 
Ge ettOleriatal© « cele Cele o< OseisccOss «oO 
1 2 3 uy 5 6 7 
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ACAD 
oS 


ROTREG 


O22 F 
O225 
Q22M 
OZ225 


OUTDESTIG 


OarZ 

Q63A 
Q91 

Q93A 
OSE 
a3 3C 
O93 35 
OS S5F 
Q93H8 
a2 31 
Q93d 
Osa L 
Q94 

Q95A 
oo C 
o> D 
Q96 

co 


imer CASES 


MEAN 
0. 154 
0.183 
0. 250 
Omens 
0.243 
0.427 
0.311 
0.743 


ay VERS, 


0.846 
4.667 
20> 
1.745 
25903 
Dec 
eo 38 
2.481 
Ze DO 
le 6S 
ZOU. 
Sit 
2-943 
1.419 
elo 
Bie 33 
7.415 


APPENDIX B 


STATISIICS FROG PRELIMINARY REGRESSION 


GROUP ONE 

CASES LABEL 
104 ACADEMY GRADUATE 
104 GOPEGGSkS LRALNING 
104 ROTC“REGULAR 
103 WOME Vesony = Rias=Ssie Ss PROM FREILY 
103 VOeeveorn= nh Shoe SR SONNEL FOL 
103 Wie veo aon nos ehR CY JB OFP 
103 WO V Soon Vo REAS-UNREAS WK SCHED=LENG 
OS Wer Us OF SPECIALITY 
104 Gee At Seavres ENTRY 
104 POe oe Sev seANY SP EC eNO, PAYS 
105 Pe Use ONE LoO-Ci Vy JOB 
104 Seaton Leda ie Dy SUPERVISORS 
102 Ce sahil ewe=AAVING SAY 
103 Nevo Beli DORETIREN ENT EBENEPITS 
103 CIV VS MIL JB-CHNCE INTRSTNG WK 
104 Civ Vo AI LUE =WAGS-SAL 
104 Cielo Ue wea se NGEOPPRINTY 
104 Ces rie S PPL WK WITH 
103 Mee vos elLedo awe hk SCHED=HRS 
104 Cri S Si bEeos= OULEM ENT 
TOS Gye eae COMPENSATION 
105 Viele Coens SA PECTED 
105 iwi beeen Sele TS NT RP UP WoLNEL AT 
104 Derive Re OTE N=ts IN: -CiV¥ JCS 
105 ShbesoeaGlvON WeeETLITARY LiFe 
94 PenouR Ee PORVORGAN. COME ETMENT 
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ACAD 
OS 


ROT REG 


e22° 
0224 
Q22m 
Q225S 


SUITDESTG 


O52 

MOSA 
Q91 

Q93A 
CI3E 
Oo33C 
OI3E 
O23 F 
Q9348 
O23 1 
O23) 
O93 L 
Qg4 

Q95A 
o25C 
a 5D 
Q96 

CO 


peor CASES 


MEAN 
0.066 
0.462 
Ge277 
Ons 03 


0.348 


0.427 
0.258 
On Tuy 


Zao 10 


Oro 2 
Dero oo 
2.400 
aro7 
70 
Cero 
lis 1 3 
Za 00 
2 09 
eos? 
2.044 
Bao 2s 
2.648 
Nero 
Ci LO 
3. 800 
8.035 


GROUP TWO 


GES eS 
2 
a1 
on 
89 
ag 
a 
Se 
on 
90 
91 
91 
oD 
ag 
30 
90 
89 
90 
88 
JO 
90 
91 
91 
oa 
20 
90 
85 


oA 


LABEL 

ACADEMY GRADUATE 
OPFICERS TRAINING 
ROTC-REGULAR 
Wow ewooe veh aaseoErs FROU FAMILY 
HDi ook V=REAS=PERSONNEL POL 
VOM coon vont Ao eh Cay JB -OPP 
DOeoeoon v= eA SHUNREAS WK SCHED=LNG ARS 
MO hou memos ECLRAL ITY 
AGient ooAvECe EW TRY 

PONEOGewel ss “ANY SPEGy MO. PAYS 
Pi ovo Skt bLo- Civ JOS 
Ciesla IBSEN ED SUPERVISORS 
Crises MIL Ja=-AAVING SAY 
CEy Vest Ld oeREPIREMENT BENETITS 
Cryo tbe B= CUNCE ENTRSING. WK 
CIV VS MIL JB-WAGE-SAL 
veo Clb > aNG OPPRINTY 
Gio iia P PL awk Wit 
CMe Soe Voge wkK SCHED=<HRS 
Crigvs, (il JB=EOU LPM ENT 
Civ S Hitt CONUPENSATION 

Mit wins FAS EXPECTED 
Mo MEEeeAy-SBNETS NT RE UP WI NSFLATN 
Yee Bee OFF N-=ME IN CIV JCB 
Sten MeL OND A=UE LE DARY LIPE 
MEASURE FOR ORGAN. COMMITMENT 
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ACAD 
GES 
ROTREG 
CaZ 
@22F 
Q22H 
Q22M 
O225 
OUTDES 
Q63A 
Q91 
9:3 A 
O33 
O93 C 
O35 
933 F 
Q93H 
O931 
Q93J 
eo5L 
Q94 
CI5A 
@75C 
Q95D 
Q96 
CO 


: 
-20 
24 
-73 
11 
-17 
23 
11 
C7 
11 
25 
02 
- C0 
07 
01 
-02 
14 
-07 
06 
20 
08 
-14 
25 
-05 
-06 
-6 


eel 
38 
06 
=O2 
=20 
=a 
05 
13 
=30 
09 
=03 
14 
04 
ag 
= 
Ze 
le 
03 
lt 
07 
OS 
16 
01 
= OZ 


TABLE 


Correlation 
a 4 > 
08 <-- 

S10) Selle) 
11 Zaye 
-06 -23 -05 
ee 
03 -14 =-02 
=19 Oz 18 
-19 -19 02 
- 14 14 -13 
03 -02 -16 
05 -01 -00 
-04 03 OU 
12 O06 21 
QO55=17 06 
-05 11-15 
06 OO -21 
Oop li 00 
=00 = 15 =06 
- 08 11 =-12 
02 -22 64 
05 ie o8 
10 14 =-17 
O37 0 0r- 13 


XVII 


Matrix 


=16 
=e 
11 
=O) 
08 
Sie 
03 
= OZ 
-00 
=02 
oe 
= 00 
=O 
= 
00) 
08 
06 
OD 
-14 
aa 


20 


no) 9 
26 -- 

“04 14 $-=- 
04 23 06 
24 15 -03 

-06 -15 -34 
08 -03 -31 

-24 -15 -06 
06 -01 -09 

-48 -24 -10 
09 -18 06 

-14 02 -09 

-12 -17 -17 

-07 -12 -19 
35 26 Oo4 

-00 10 12 

-06 -09 05 

-21 -16 -28 

-05 -19 -14 

-13 -11 -18 


Group One 


10° 7 11 
a e= 
OE 0)9 
=ls 706 
= 20 = 32 
17 12 
=l5)-45 
-06 00 
12 =04 
=0-4 =)5 
Soe a) 
14 36 
Coe O04 
= eae 
ee oe eal 
a5 04) 
SoS 


1) 


42 
15 
33 
26 
37 
49 
17 
29 

-19 

-27 

-08 
42 
46 
31 


13 


eo 
34 
16 
30 
17 
20 
31 
3 
=o16 
056 
4 1 
45 
oF) 





CONTINUATION CORRELATIONS GROUP ONE 


(no Ome mlometaow as 0. 24 22) 23 26 25 26 


ACAD 

cis 

ROTREG 

Q32 

e220 F 

Q22H 

O22 

92258 

eur DES 

Q63A 

Q91 

Q93A 

O23 3 

oes C -- 

O93E 03 -- 

waar 47 93 -- 

CI3H 26 4? 15 -- 

Oo 31 16 44 Ww 34 -- 

e233) SOMOS com 0 1 255 -— 

Q93L Some ees aco e020 == 

e94 nO Oona Zo) 047 =—20 —32 == 

Q95A Zeetoe= to =15 —16 =21 =28 14 == 

O25 C 29-05 31 OF -11 10 23 -24 -11 -- 
O25) ZO eo soa SO 275-25 -19 #10 == 
Q96 zo 33 15 Zz& 31 34 26 -12 -50 -08 47 -=-- 
GO emer owet2enel) 9265578 33-00 =29 -tl- 36 58 =- 


PmemonteeOINis HAVE BEEN OMITTED FROM CORRELATIONS 


a1 





1 


ACAD == 
Cis -24 
PeTREG ~-17 
Q32 aoe 
e727 F an 
e22H cea fs, 
eZ i 09 
C225 = UD 
SG@peES -15 
C63A = 
Q91 O05 
CI3A 2 
e238 cy 
Og3C 24 
e235 08 
Co3 F i 
Q93H 19 
co L 24 
Q933 G5 
G93 L =A 
O94 aS 
C95Aa -04 
OFC =o 
@25 D 02 
Q96 Ci 
CO Zo) 


-60 
16 
=) 


-18 
03 
-02 
28 
-01 
-03 
Ou 
05 
-19 
09 
-11 
-07 
07 
00 
09 
01 
-03 
-02 
09 
-12 


TABLE XVIII 


Correlation 


Sten S 
14 == 
-01 -21 -- 
-12 13 -27 
02 07 -12 
00 -15 -05 
-12 C8 -03 
~22 C6 12 
06 ce -0g 
11 04 19 
-02 -09 37 
-14 -17 22 
14-08 08 
04 10 00 
02 O04 06 
C6 -04 13 
-05 01 03 
04 00 13 
02 12 -14 
aloe = O72 = 16 
-01 09 03 
10 16 -10 
20 -C4 05 
11-19 90 


Group Two 


Matrix 
6 7 8 
-01 os 
oe ees on 
1) oe OS 
Homeos Ac 
C7 17 12 
-15 -04 -05 
-09 -18 -05 
-26 -14 01 
-03 10 -05 
08 -25 -15 
= 50 10 0S 
=O09" “00 —04 
=O dou =36 
Oe —Oo0— 13 
22 OS 
O04 -06 20 
= 016. 0 en 3 
“21 -08 =-15 
“09 O00 <-21 
“14 -12 -23 


32 


17 
07 
= 17 
=02 
a 
=) 
ale 
=) 
=3016 
=09 
=) 5 
13 
19 
01 
ae 
ai), 


ee, 


10 #11 
24 -- 
O39 -=0'2 
= 1 = 06 
= 25 
Oe? 
hon" 3 5 
06 0O9 
16 C6 
Seek aS 
oat 
Zee 
Sa = 08 
Oe =O 
a == 24) 
Oe 
oes 


21 
22 
ae 
00 
38 
4g 
08 
16 
=O 
= 30 
iS 
on 
34 
00 


i 


eZ 
22 
=O 
i 
le 
07 
14 
Zl 
-04 
Zu 
28 
23 
04 





ACAD 
OS 


ROTREG 


Q32 

2) i 
Q22H 
C22M 
225 


Sol DES 


Q63A 
Q91 

QO93A 
e732 
o23C 
QI3E 
O23 Tr 
Ge35 
Seat 
Q93d 
O23 L 
Q94 

Oo>h 
GI5C 
Q95D 
096 

CO 


CONTINUATION CORRELATICNS GROUP TWO 


WG 15 1606 17s 18 


05 -- 
24-24 -- 
25 39 -09 «=-- 


Vso 22) Oe == 
C7 -05 6 OQz -04 
=O '2 “08 25. 03 
aout. =55 —-18 03 
—Omaeo y= 05 =—15 —31 
04 -11 20 -CQO 00 
Zoet2 ~~ 2406252 
O04 53 O11 Ye 42 
re es Ol. 06 


DECIMAL POINTS HAVE 


19 20 21 
130 -- 
-17 -16 -- 
-00 -13 -03 
17 05 -26 
28 06 -41 
21 09 -15 
18 01 -16 


BEEN ONLETED 


m3 


Der ae ae. 25 


01 -- 
-11 34 -- 
-31 04 4O -- 


-14 -17 19 38 


Racin CORRS EATIONS 





oan, <a i el og ee Cm i ee eM ee ER i SS RK, EE i: ee EN ge OE eee < EN ee 


GCOMLOE Le RESULTS OF DISCRIMINANT ANALYSIS 


TABLE XIX 
Group One Stayer/Leaver 


Sukgroup 1 : Intend stay beyond obligated service (48) 


Sutgroup 2 ; Intend le2zve after obligated service (54) 


Standarized 


Wilk's Canonical Discrim. 
VARIABLE Lambda Rime. On. COChE AUG, 
Woe,Sa-isfaction with 
Wiitctary Lite 0.642 1.000 
@ancnical Correlation = 0.598 
mer W2ik's Lambda cf 0.64, chi-square = su 


With 1 degree of freedom; significance = 0.001 


Classi tication 


| 
| 
: 


en ee ES oD COE cage SD EE ee SE ce ee OE es se ee ee ee ce OO ee se cm cc ce ee ee ee ee ee ce Lee oe ee eee ES 


Actual Predicted 
Srey a5 Leaver 
Stayer 48 (80 2b) O4 12557) 
Leaver 54 lereeoeend 7} 43 (79.6%) 
Bercent cil Grouped Cases Correctly Classified = 83.3% 
er ee ee a ee een ane an an aca 
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| 
| 
| 
| 
| 
| 
| 


TABLE XX 
Group One Career / Non~-Career 


Subgrceup 1: Intend stay beyond obligated service (44) 
Sukgroup 2 : Intend leave after obligazed service (58) 


Standerized 


With 1 degree of freedon; significance = 0.001 


Classification 


let ual Predicted 
stayer Leaver 
Stayer 44 39(88.6%) 5 (11.4%) 
Leaver 58 14(24.1%) 4&4 (75.9%) 
Percent of Grouped Cases Correctly Classified = 81.4% 


al, i alls A i Mh cet SE a Ee, SES Ce EE ee el a OR: Oe ee el ee ee ee oe ee eee ee ees Se es SE, ee ee 


, 
| 
| 


ss 


Rok 's Came neato) co em Mi. 
VeARLAELE Lambda RUNGecOrn Cocteic, 
PIG,saticfaction with 
Military Life 0.664 1.000 
Canonical Correlation = 0.578 
For Wilk's Lambda of 0.664, Chi-square = 40.6 


Ee aeey ey oe SS eee SES ei ee ey OE cee, eee ee 


a SS ee, SD ey ED Cog eo cote Mi ey re ee Od) Cee, ey 





a eS I ee 2 =e, eee ee ee, es es ee ee es 


Tae 4a 
Group Two Stayer / Leaver 
Subgrcup 1: Intend stay beyond obligated service (63) 
Sukgroup 2 : Intend leave after obligated service (25) 


Standarized 


= : 
| i 
{ 
{ 
| | 
| : 
| | 
| | 
| 
Wilk's Canonical Discrin. | 
fey ARIAELE Lamtda PUNCRLOn COS trac. : 
| 
| | 
mee o,Satisfaction with 
| Military Life 0.917 1.000 { 
| 
| | 
Mepeeancnical Correlation = 0.287 
| For Wilk's Lambda of 0.917, Chi-square = 7.4 { 
| ised { 
| With 1 deqres of freedom; significance = 0.007 | 
| ! 
| Glasses Camo a 
| 
| : 
| Actual Predicted 
{ | 
| Stayer Leaver | 
| 
| Stayer 63 61(96.8% 2 (327) ! 
| Leaver 25 2392.0 4%) 2.085 0%) | 
{ 
: 
| Percent ci Grouped Cases Correctly Classified = 71.6% | 
| | 
a | 
oS SS SS EE ee es 
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ie ANID dy AI gi SU aly NY ca OE a ES A TS I AR a SE a a a YR DR A A A a I A i A eS A eS AY a ES AG NS cp Ae) I | 


TN ee ee ES OE SS 7 _ 


TABLE XXIT 
Group Two Career / Non-Career 


Subgroup 1 : Intend stay beyond obligated service (58) 
Subgrcup 2 : Intend leave after obligated service (29) 


Standarized 


Wilk's Gamen cal. Paser am. 

VARIABLE Lambda Pumeeion CoOoeriic. 
Mio, satisfaction with 

Military Life Oeo0e 1.000 
Canonical Correlation = 0.836 
momewitk*’s Lambda cf 0.809, Chi-square = 17.9 
With 1 dearee of freedom; significance = 0.097 

Glass tice: on 
Actual Predicted 
Stayer Leaver 

Stayer 58 594(93.1%) 4 (6.9%) 

Leaver 29 VSto2. 17) 1137s 
Percent of Grouped Cases Correctly Classified = 74.7% 


37 


| 
| 
J 


ED tee ces ED te, SD OD cto, RN A ee, a cee EP ee 
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